ABSTRACT
THE ROLE OF ORGANIZATIONAL CULTURE IN CHRISTIAN
ORGANIZATIONS FOR JOB SATISFACTION AND STAFF RETENTION
WITH SPECIAL REFERENCE TO BHARAT SUSAMACHAR SAMITI
by
Kuriakose Madathil Iype
The goal of any organization is continuity and survival as that of any living
species. Bharat Susamachar Samiti (BSS) is a charitable and philanthropic Christian
organization rendering its service to the church and society. Staff attrition was one of
the important issues BSS was facing in its growth and development. The purpose of
this research was to understand the role of the organizational culture in Christian
organizations for job satisfaction and staff retention with special reference to BSS.
The basic premises of the research were based on two grounds. First all
organizations possess a culture and a basic impulse to survive. The members of the
organization are assimilated into a common culture, and thus the continuity of the
organization is ensured. Second the individual who joins the Christian organizations
come with their own motivations of call, commitment, vision, mission and culture.
To unearth the facts, four research instruments including open and closed
ended questionnaires, semi-structured interviews, one focus group and a pre-post
intervention study were conducted. A total number of thirty-eight staff members in
which eight former BSS staff and thirty current staff members participated. The
findings of the research clearly pointed out that job dissatisfaction and cultural
incongruence were the main causes for the problem.
The job satisfaction and cultural congruence can be brought to the
organization by catering to the physiological, psychological and spiritual needs of the

staff members. Moreover, servant model leadership, based on participative and
partnership oriented organizational culture, contribute to the job satisfaction and staff
retention level in Christian organizations. The cultural congruence can be brought to
the Christian organizations by shared leadership approach and relational leadership
methodology that continues communication, counselling and mentoring of the staff
members.
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CHAPTER 1
NATURE OF THE PROJECT
Overview of the Chapter
The goal of any organization is the same as that of any living species, that is
immortality. The organizations have a basic impulse to survive and the members of
the organizations are assimilated into a common culture and thus the continuity of the
organization is ensured. This project is an attempt to understand an organization
which is involved in Christian service and evaluate its life and work on the basis of
the people involved and the strategy it adopted for everyday functioning.
Any organization is made up of people, and their attitudes and commitment to
the organization are very important for its success and survival. Bharat Susamachar
Samiti (hereafter BSS) is one of such Christian organizations working in the multicultural context of India in the State of Uttarakhand. The vision statement of BSS
succinctly says, “To be the Premier Christian organization that will bring a holistic
development and transformation within communities based on the life and teaching of
Lord Jesus Christ” (Document Released by the Organization to Its Schools and
Projects). In order to fulfill the vision, the organization blended evangelism with
community development. Therefore, sharing Good News of salvation with the people
is essential for a Christian organization that will bring holistic development to the
society. As R. J. Olson Sider noted, “The blending of evangelism and social ministry
is based on the understanding that the physical, spiritual, moral, and relational
dimensions of human nature are intertwined” (Sider 111). BSS as a Christian
organization has adopted this kind of an approach in the ministry and it is the greatest
strength of the organizational culture.
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However, in the context of this study, the qualified, committed people are
lacking in the organization and it is adversely affecting the progress and ministry of
the organization. So the pertinent question asked in this study is what would be the
role of the organizational culture in Christian organizations for job satisfaction and
staff retention with special reference to BSS? This chapter brings clarity to the topic
looking into the statement of the problem, describing the purpose of this project,
defining is rationale, clarifying the delimitations and evolving an appropriate research
methodology.
Personal Introduction
BSS was registered as a society in 1987, particularly to train young men and
women to spread the good news of Jesus Christ to every Jathis (people groups). One
of the first projects of BSS was to establish New Theological College. The founders
believed that the best way to reach India with the Gospel is by training national
Christians. I joined this institution for the theological education for a mission
orientation course in the year 1990. I continued my theological education by joining
the first Bachelor of Theology group and graduated in the year 1995. Since then I
have been working with BSS have been involved in missionary work in different
states of North India including Himachal Pradesh, Uttar Pradesh, and Uttarakhand. It
was a time for cross-cultural missionary movements in the history of Christianity in
India. I now describe some of the contexts and reasons that led me to be involved in
the cross-cultural mission movement.
I received the call and committed my life to the ministry in North India.
During a time when the foreign missionaries are no longer permitted in India the
national mission agencies encouraged cross-cultural missionaries to go to the villages
of North India with the gospel of Christ. It was also a time of raising Hindu religious

Iype 3
fundamentalism and growing intolerance in Indian society. We as a family served in
an interior village of Himachal Pradesh as pioneer missionaries in the year 1996, and
since then worked with BSS in different capacities. At present I am working in New
Theological College, Dehradun as senior faculty and coordinator of practical training
and development department. I am also working as the senior pastor of Shalom
Christian Evangelical Church, Bhagwanpur, Haridwar.
As a cross-cultural missionary working in a cross-cultural situation, I have
observed a few developments in the mission context of India such as movements
becoming institutions and a diminishing number of cross-cultural missionaries with
commitment. Many Christian organizations are undergoing a crisis in the area of
manpower and able leadership. In my department of ministry, we are facing a scarcity
of committed Christian ministers. Moreover, a changing trend I have been observing
is that due to many reasons many young people after completing their theological
education aspire for a secular job and leave the ministry for which they have
committed. I wanted to look at these issues from various perspectives. First, how
could I understand the present Christian ministry in Indian context? To understand the
issue fully, I had to dig into the socio-historical and mission history of Indian Church
organizations and analyze the different trends which had developed through the years.
Second, what are some of the Biblical and theological foundations of organizational
culture which affect the present staff’s understanding of the ministry of BSS? Third, I
anticipated that the collection and analysis of data would lead to the pertinent question
and findings regarding the reasons of attrition of qualified staff in BSS mission field.
I collected data through open and closed ended questionnaires from former
staff of BSS who had already left the organization, by having semi-structured
interviews of the current staff of BSS, and by conducting one focus group of the
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current staff. The focus group enabled me to obtain responses and information from
the staff. Moreover, a pre-post intervention program was conducted to analyze the job
satisfaction level of the staff.
The study was to understand the existing organizational culture of BSS as a
Christian organization. It has also helped to analyze the present system of
organizational structure and its positive and negative impact on staff. Finally, the
study aimed to suggest a working model of organizational culture which may result in
long term commitment of its staff in line with the principles of Christian ministry
based on the biblical theological foundations. This study gave a picture of the level of
job satisfaction within the organization and helped to create and develop a space for
staff development and policy making. So the research sought to discover, what either
contributes to or undermines staff retention and test the efficacy of a staff
development strategy that seeks to build retention.
Statement of the Problem
Sustainability is the goal of any organization. Organizations have a basic
impulse to survive. In order to survive the organizations, adopt a culture, and style of
functioning. In the social world of organizations some succeed and others retard in
their progress and growth. The success and failure of organizations are based on the
commitment and caliber of people who are working in this structure. In this process
the staff retention is a major issue for any organization, and especially for the
Christian organizations.
As a Christian organization working in the multi-cultural and multi-religious
context of Indian society, BSS faced an issue of staff retention as many of them
worked for a while and then left for many reasons. It adversely affected the
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organization’s progress and growth. This ministry is involved with two schools and
two child development projects and one hostel for the children in Haridwar district.
Table 1.1. Details of staff Attrition at Bhagwanpur and Pathiri1
Sl. No.

Academic
Year

Bhagwanpur

Pathiri

Left

%

2

Total % of Staff who
left
Total Left
%

1.

2014-2015

Total
No.
21

Left

%

9.52

Total
No.
22

11

50

43

13

30.23%

2.

2015-2016

25

5

20

22

6

27.27

47

11

23.40

3.

2016-2017

23

3

13.04

20

9

45

43

12

27.90

4.

2017-2018

24

2

8.33

17

11

64.7

41

13

31.70

Total

93

12

12.90

118

37

31.36

174

49

28.16

64.7
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30
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20

13.04

9.52

8.33
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Figure 1.1 Details of staff attrition.

During the last four years forty-nine teaching staff of the two Khrist Jyoti Academy
schools managed by BSS, left the organization and were replaced with new staff in
Haridwar district alone. The changing of the school teachers and staff is adversely
affecting the children’s ministry in which the organization is involved. So the

1

The data is taken from the staff service record register of the Khrist Jyoti Academy schools in
Haridwar district.
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objective of this study was to understand the role of organizational culture in job
satisfaction and staff retention with special reference to BSS. It was also to find out
the reasons for staff attrition and suggest some measures to slow down the process
and help the organization promulgate policies and adopt measures for ensuring job
satisfaction in its organizational culture.
The district of Haridwar in the state of Uttarakhand, India is a Hindu pilgrim
center and religious capital. In 1987 BSS as a Christian organization was registered
under Society Act 1860, with a goal to preach the Gospel and plant churches among
all the Jatis (people groups) of the nation India.
In this process the organization started a theological college for the training of
the Christian leaders. BSS has also started two schools and two child development
programs and a children’s home in this district to serve the church and society.
However, the various ministries of the organization were facing a lack of able and
dedicated Christian workers in recent times. Many of the staff came for a short term
and left the organization for better secular jobs or they migrated to other Christian
organizations. This phenomenon affected the everyday life and functioning of the
various institutions under this organization. Therefore, this study was an attempt to
address the issues and explore the reasons for this crisis of staff attrition by analyzing
the role of organizational culture and suggest some steps to cultivate the renewed long
term commitment of its staff and leaders for a better outcome in the ministry
involvement in North India.
For an organization to come together and move forward the staff members are
the most important component. All the people involved need to have a common
understanding of the mission, and a practical understanding of the consequences of
failure and the benefits of success. Internal and external factors may affect the job
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satisfaction of the members of the organization. It is also related to the organizational
alignment. Alignment is the degree to which organizational elements are congruent
and consistent across units and levels. It refers to the fact that the mission, values,
vision, organizational culture, strategy, goals, leadership, teams and individuals are
working together towards the same outcomes. Once the alignment of the organization
is disturbed the organizational culture is disturbed and in turns the beliefs, values and
actions are also disturbed. Misalignment occurs when organizations forget why they
instituted certain policies and procedures and follow them based on a bureaucratic
tradition that has lost its association with the core value it was created to advance. The
study was an analysis of the role of the organizational culture of BSS to discover the
reasons for the attrition of the staff and suggest solutions for high retention of the
staff. The goal was to discover how to promote among the staff a long-term
commitment to the organization’s ministry and a high job satisfaction rate. To reach
the goal, the study sought feedback with a selected group or staff through closed and
open-ended questionnaires, interviews, focus groups, and a pre-post intervention
study of the leadership training program.
Purpose of the Project
The purpose of this study was to analyze and evaluate the role of the
organizational culture for job satisfaction and staff retention with special reference to
Bharat Susamachar Samiti (BSS), in order to evolve a staff development strategy for
BSS in the district of Haridwar.
Research Questions
All organizations have a culture and a basic impulse to survive. In the process
the members of the organization are assimilated into a common culture and thus the
continuity of the organization is ensured. BSS is a Christian charitable and
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philanthropic organization which is established for the service of the nation India and
the church in India in the year 1987. For over thirty years, the organization has been
involved in ministry in North India and has influenced many people and communities.
The staff of any organization is important to the development and continuity of its life
in the community. This study was an attempt to understand the relationship between
the organizational culture and the job satisfaction and staff retention in BSS and to
develop a strategy for staff development so that long term commitment is ensured and
the life of the organization will continue. The research questions are aligned with this
purpose.
Research Question # 1
What was blocking the job satisfaction level among the staff of the
organization?
Research Question # 2
What intervention based on the best practices from some peer organizations,
might reverse the trend of staff attrition?
Research Question # 3
What was the change in job satisfaction level after the intervention?
Research Question # 4
What are some of the other factors which may have influenced the staff
attrition and job satisfaction?
Rationale for the Project
BSS is an organization acting as an “agency” of change in society with a
vision of holistic development in Indian sub-continent where the Gospel is not yet
proclaimed. The ministry was registered as a society in 1987 and has grown
throughout the years. As a social organization, it serves the church and society in
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North India especially in the State of Uttarakhand. The organization is facing the
issues of staff attrition and it is affecting the ministry adversely.
Failure to address these issues would affect the existence and growth of the
organization negatively. The study could help explain the following issues in any
Christian organization involved in Christian ministry in Indian context.
1. It would clarify the reasons for the staff attrition in Christian organizations
with regard to the organizational culture.
2. It would explain the root causes of job dissatisfaction and job satisfaction in
a Christian organization and ways and means to approach the issue
professionally.
3. It would help to formulate policies and a course of action for the betterment
of the organization.
4. It would help the organization to analyze and evaluate the ministry in the
light of a systematic study of the issues and derive some methodologies to
address the issues.
5. It would help raise up workers for Christian ministries that are sustainable
and growing.
First and foremost, this project matters because people who are called to the
ministry are very important for any organization to survive. This study had a Biblical
foundation and a theological foundation.
The biblical foundation involves an analysis of three models of organization
found in Bible including the Moses-Jethro, Jesus-disciple and Paul-ekklesia models.
The research postulated that all three of these models were alternatives to the
organizational cultures of the day. In a heavily hierarchical Egyptian organizational
culture of exploitation and slavery, Moses introduced a system based on Yahwism
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“with a counter consciousness” of freedom and equality (Brueggemann, 29). Jesus in
training the twelve adopted an equipping ministry based on the principles of Kingdom
of God such as justice, peace, sharing, love and protecting the rights of people.
Moreover, Jesus introduced an alternative understanding of the organizational culture
of discipleship which challenged the traditional understanding of Rabbi-student
relations. As David Bosch observed Jesus’ understanding of discipleship is “quite
alien to late Judaism” (Bosch 38). The organizational culture was based on power
sharing rather than power snatching as David Prior observed (Prior 75). The third
model of Pauline organizational culture helped to understand the longevity of the
ekklesia as an organization which was based on alternative understanding of the
household in the Roman empire.
The theological foundation of organization is based on the understanding of
the Trinity. The equality, submission, intimacy and mutuality of difference among the
Trinity are some of the theological paradigms which help to understand the
organizational culture in present context. As Craig Van Gelder noted, “the church is
called to shift from an ecclesiocentric view to a theocentric one, church leaders will
have to shift their thinking from technical to adaptive change and from solo to shared
leadership” (Gelder Loc Chapter 7, 2196). Therefore, by shaping an organizational
culture in line with the theocentric understanding of Trinity, the Christian
organization will be able to fulfill the vision in its given context.
Christian ministry essentially involves service. Christian organizations seek to
be of service, rather than of making profit and to dominate. The members are
encouraged and inspired rather than exploited.
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Definition of Key Terms
Organizational Culture
Organizational culture refers to the way of life in an organization. According
to E. Griffin, “culture is shared meaning, shared understanding, and shared sense
making.” (Griffin 254) The word “shared” is an important concept which expresses
the nature of human organizational culture. In an organization a group of people
working together to achieve a common goal and the organization is primarily
concerned with the ability or competence of new comers to perform satisfactorily.
The individual is assimilated to the host culture or culture of the organization.
Explaining this process F.M Jablin observed organizational assimilation “as the
process by which an individual becomes integrated into the reality of the host culture
or culture of the organization; this is a process by which organizational members
become a part of, and are absorbed into, the culture of an organization” (Jablin 256)
Organizational culture is transmitted from longer-serving staff to new employees via
corporate events, publications and interaction with long-serving colleagues. The early
stages of the socialization process are concerned not only with the acquisition of skills
but also the induction into the culture of the team. The simple definition
organizational culture is “[t]he way things are done around here” (Cartwright, 157).
Staff Development
Human resource is one of the important aspects of any organization. Human
resources and work in Indian context of caste system are ascribed according to the
hierarchy of the caste. Therefore, staff development can be understood in terms of
improving quality of work life, enhancing the dignity of labor and raising a worker’s
morale. In an organization this can be implemented through various welfare measures
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such as worker’s participation and providing them opportunities for development and
job satisfaction (Boss 120).
Delimitations
The study was about the Christian ministers working in Christian
organizations and about their call and commitment to the ministry and organizations.
Even though this was a matter of motivation and attitude of the person, it also related
to the organizational culture of the organization. Therefore, this study was limited to
look into the role of the organizational culture which may affect the long term
commitment of the staff who are working especially in the schools run by BSS in the
district of Haridwar. The study was limited to the randomly selected current staff of
BSS and a few randomly selected former staff members who left the organization in
the past four years. People from other Christian organizations were not included in
this study. However, this study looked into the issue from an Indian cultural and
social context and sought to gain a general understanding for Christian organizations
with regard to job satisfaction and long term commitment. The study was limited to
only one organization but selected staff who were working in different parts of the
state. The participants were a small microcosm of the large section of Christian
organizations working in India. Therefore, the scope of the study could be applied to
other Christian organizations.
Review of Relevant Literature
B.R Virmani is a management professional who has analyzed the human
resource and related issues from many perspectives. In his book Managing People in
Organizations: The Challenges of Change, he critically analyzes current human
resource management issues and existing human resource management models and
practices with a view to encouraging enterprises to usher in innovation, flexibility,
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competitiveness and professionalism. His contention is that the staff of the
organization need to be treated with an alternative approach which “treats the
individual as a resource rather than an expense and views expenditure on development
of employees as an investment, rather than cost” (Virmani 12). Ken Gnanakan is a
theologian who has analyzed the subject of leadership and management from a
Christian perspective in his book Managing your Organizations. In this book he
analyzes the value of the individual as the most important resources for development
of any organization. He discusses the traditional understanding of organization as a
process and systems and modern innovations in management studies where people
have become important. The book analyzes the concept of “learning organization.”
For him “organizations are dynamic rather than static entities” (Gnanakan 74). For
him most organizations stay static believing that change will upset the original vision.
But in learning organizations people continually expand their capacity to create the
results they truly desire and are continually learning to see the whole together with
openness to adapt to newer situations amid the rapid changes in the society.
Moreover, organizations must build their capacity to face the present and plan
their future, and people become part of the expanding vision of the organization.
Organizations need to discover how to tap people’s commitment and capacity to learn
at all levels (Gnanakan 74). Communicating and organizing, is a book which is
dealing with the process of communication as change over time and provide a
theoretic frame work for analyzing organizational communication process. It also
deals with the different types of communication processes operating at different
“levels” within the organization. It also analyzes the flow of message in and out of the
organization (Farace, et.al M v-vi). Phillip V. Lewis in his work Organizational
Communication: The Essence of Effective Management, enumerates that, there are
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three kinds of communication patterns in the organizational communication. They are
the “downward, upward, and horizontal” communication flow. “Downward
communication was used to send orders, directives, goals, policies, and
memorandums to employees at lower levels of the organization” (Lewis 60). In the
same way “[U]pward communication is from a subordinate to the supervisor to
provide feedback for management” (Lewis 63). And “[H]orizontal communication is
known as across-lines communication” (Lewis 67). Communication and Culture
Essays on Media and Society, by James W. Carey is a resource for understanding the
relation between communication and culture. In this book he is dealing with two
views of communication, as the transmission view and ritual view of communication.
According to him “in the idea of transmission: communication is a process whereby
messages are transmitted and distributed in space for the control of distance and
people” (Carey 15). He also understands the ritual view of communication as
“extension of message in space but toward the maintenance of society in time; not the
act of imparting information but the representation of shared beliefs” (Carey 18). In
the first instance the communication process takes place for the purpose of control
and in the second view it is a sacred ceremony that draws persons together in
fellowship and commonality. The problems of communication are linked to problems
of community. If society is considered as a form of communication then it could be
seen as a process whereby reality is created, shared, modified, and preserved (Carey
33). Therefore the ritual view of communication could be perceived as a “process
through which shared culture is created, modified, and transformed” (Carey 33). In
analyzing the organizational culture and communication this discussions and
parameters can be used to understand the dynamics of any organization.
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In the work Organizational Communication, by M. D. Jitendra analyzes the
different aspects of management and decision-making methods in the context of
organizational culture. Culture is often conceptualized as the totality of all knowledge,
beliefs, values and attitudes held by a society across time and organizational and
individual problem solving reflects cultural values (Jitendra 5). How to Succeed in
the Organizational Jungle without Losing your Religion, by John C. DeBoer deals
with the difference between the old model (bureaucratic management) and the new
model (participative/ interdependent management) (DeBoer 17). He is also talking
about creative, redemptive, outgoing goodwill (CROG) as the agape love translated in
New Testament for the basis of God, me and neighbor relationship in church and
society. (DeBoer 50) He is relating this to the organizational relationship between
people who are working together in the age of effective utilization of the resources,
expertise, and knowledge of all (E.U.R.E.K.A), which is based on assumptions that
people are worthwhile (DeBoer 55).
Leadership and Motivation Cultural Comparisons, by Debangshu
Chakraborty and S.K. Chakraborty studies leadership and motivation theories/models
from both eastern and western worldviews. The book is an exploration into the
thoughts of both eastern and western thinkers like Rabindranath Tagore, Swami
Vivekananda, Mahatma Gandhi, Arnold Toynbee, Bede Griffiths, Romain Rolland
and David Frawley. For the author, “[l]eadership and motivation process being human
endeavors, are deeply influenced by the cultural character of the society in which they
evolve”(Chakraborty and Chakraborty 19-20). Organization, Policy, and Practice in
the Human Services, by Bernard Neugeboren deals with the issues of social work
organizations. In addition to offering a basic orientation to the structures and
operations of social service organizations it provides organizational theories which
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deals with organizational behavior. The framework and contents of this book are
based on three areas of knowledge such as goals of human service program,
theoretical foundations and knowledge relevant for professional action (Neugeboren
xv). Paul’s Idea of Community: The Early House Churches in their Cultural Setting
by Robert Banks analyzes the understanding of community from the perspective of
family and body metaphors from a socio-cultural and historical context of New
Testament.
Designing and Managing Organizations, by Stephen L. Fink is an attempt to
deal with the topics such as goal, structure, climate, reward system, control system,
decision making, human resource development and external influence. Learning how
to articulate goals and keep employees oriented toward them is what management is
all about. Organizational structure refers to the arrangement of the people established
to get the work done. Climate refers to the physical setting of the organization.
Recognition of the accomplishment and good feelings when achieve a goal is rewards.
This also facilitates job satisfaction. Rules of conduct or social behavior are areas
where organization provides control system (Fink et al. 6). In effective organizations
people are given freedom and responsibility for making decisions as they grow in
their skills and knowledge. Human resource management selects and places people
whose talents and abilities match the need of the organization. Moreover, the external
influences affect the success and decline of any organization because some
organizations are deeply embedded in the surrounding society (Fink et al.12).
Psychological Foundations of Organizational Behavior, edited by Barry M.
Staw, is another important resource for the study. These articles and writings deal
with subjects such as individual behavior, which extensively analyzes the foundation
of human motivation, job satisfaction, equity and the quality of working life. The

Iype 17
section on social and self-perception covers foundations of perception and the effect
of perception on organizational behavior. Articles on socialization try to understand
how to socialize individuals into organizational roles. The chapter on power and
influence deals with exercise of power in organizations in relation to leadership. It
also looks into the foundations of organizational rationality and strategies for
increasing effectiveness (Staw ix).
One of the basic resources used in this research to understand organizational
culture is Diagnosing and Changing Organizational Culture: Based on the
Competing Value Framework by Kim S. Cameron and Robert E. Quinn. The purpose
of this resource according to the authors is that, “[t]he book provides a framework, a
sense-making tool, a set of systematic steps, and a methodology for helping managers
and their organizations adapt to the demands of the environments” (Cameron and
Quinn Loc, Chapter 1, 238). In the context of growing persecution of Christians in
India, the research is an attempt to look into the role of the organizational culture in
the life of Christian organizations and its work in church and society.
The Biblical foundation of the research is based on authors like Walter
Brueggemann, Prophetic Imagination where he is bringing the idea of dismantling the
empire concept “both in its social practices and in its mythic pretention” and Moses
initiated an alternative community with an alternative consciousness through
Yahwism (Brueggemann 19). David J. Bosch in his work Transforming Mission
Paradigm Shift in Theology of Mission analyzed the uniqueness of the organizational
culture of Jesus movement with that of the Jewish society (Bosch 36-37). Gareth
Weldon Icenogle in his work Biblical Foundations for Small Group Ministry is
analyzing in detail the organizational culture of Jesus movement based on the “bond
of personal loyalty” rather than the “typical rabbinic pattern of drawing disciples to be
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bound together by Torah” (Icenogle 143). Robert J. Banks in his work Paul’s Idea of
Community talks about Pauline understanding of organizational culture where he “was
astonishingly ahead of” his time in organizing ekklesia in line with household system
which challenged the Roman concept of emperor as the “soul” of the republic and the
people as the “body” of the empire (Banks 66). Andrew D. Clarke in his work A
Pauline Theology of Church Leadership elaborately analyze the organization of
Pauline churches on the basis of household pattern. He argues that “the Christian
homes which first hosted gatherings of the church provided both a location and a
social context for these communities” (Clarke Loc Chapter 7, 1327). These authors
have extensively analyzed the organizational culture of Israel, Jesus movement and
Paul in an alternative paradigm.
The theological foundation of organizational culture is discussed from the
perspective of Trinity. Some of the important work consulted in this regard are,
Stephen Seamands, Veli-Matti Kärkkäinen, and Leonardo Boff like thinkers and their
contributions. Seamands in his work Ministry in the Image of God: The Trinitarian
Shape of Christian Service elaborately analyzes the relationship and nature of Trinity.
He analyzes the four characteristics of Trinity which define the relationships between
the Father, Son and Holy Spirit: “full equality, glad submission, joyful intimacy and
mutual deference”(Seamands Loc Chapter 2, 304). Leonardo Boff explaining the
Trinity and importance of community contented that, “Christian faith in God as
communion of the three divine Persons the transcendent utopia of all human strivings
for forms that are more participatory, communal, and respecting of diversity” (Boff
xiii). The Trinity as a community and communion could be understood as the
theological foundation for organizational culture.
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Research Methodology
The staff of any organization is important to the development and continuity
of its life in the community. All organizations have a culture and a basic impulse to
survive. In the process, the members of the organization are assimilated into a
common culture and thus the continuity of the organization is ensured. Staff attrition
was one of the issues BSS as a Christian organization was facing in its growth and
progress. Therefore, the study was to understand the role of the organizational culture
for job satisfaction and staff retention with special reference to BSS in order to
suggest an appropriate strategy for staff development in the given context. The
hindrances, solutions and improvements in job satisfaction and staff retentions were
the facts to be searched in this study. To find out these facts the methodology the
study used was a mixed-method design. In this design, qualitative methods may be
employed in combination with quantitative methods in the research process.
Type of Research
The methodology of the study is based on qualitative analysis of data. As
Denzin and Lincoln described “[q]ualitative research is multi-method in focus,
involving an interpretative naturalistic approach to its subject matter” (Denzin and
Lincoln 3-4)Therefore, qualitative research is empirical in nature. Moreover, it
produces “culturally specific and contextually rich data critical for the design,
evaluation, and ongoing health, of institutions” (Sensing Loc Chapter 3, 1630). This
research was a multi-method qualitative analysis of the subject under consideration.
The multi-method methodology adopted to evaluate and study the subject included:
1. open and closed ended questionnaires,
2. semi-structured interviews,
3. focus group and
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4. pre-post intervention study.
These instruments were employed to collect the specific data for the study.
Because this study aimed to understand the psychology of people who were
working with Christian organization in regards to their call and commitment to the
ministry, the research came under social psychology. Another purpose of the study
was to understand how people perceive the call and commitment to Christian
ministry. The type of research was to look into the microcosm and analyze it to
substantiate the larger macrocosmic inferences and conclusions. Therefore, the study
was primarily an inductive study. In this study the issue of attrition and long term
commitment of the staff members in Christian organizations were evaluated by taking
the organization BSS as a sample and its selected staff as a microcosm. The study has
a wider scope because the results should be applicable to other Christian organizations
working in Indian socio-cultural and political situations.
The strategy adopted was to select the staff and work with them to secure the
information and data needed for the study. As noted in the section on methodology,
closed and open-ended questionnaires were prepared and distributed among the eight
selected former staff of BSS and the same questionnaire was used for semi-structured
interviews of the current ten selected staff members of the organization. A focus
group consisting of eight currently working staff members participated in the study.
Moreover, a pre-post intervention study of leadership training was conducted for
twelve other staff members of BSS, and the pre-post test results were evaluated to
find out the statistically significant differences in the categories of organizational
culture and job satisfaction.
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Participants
The participants of this study were the selected thirty-eight former and current
staff members of BSS who had already left or were presently working in the schools
managed by the organization. They were selected from two Khrist Jyoti Academy
(Christ the Light) schools which were established in the district of Haridwar in the
state of Uttarakhand. The participants were selected from recently joined to former
staff so the data could elicit an appropriate response from all levels of staff members
and from seniors to juniors.
Instrumentation
The research used four instruments a multi-method approach to data
collection. The goal of this methodology was to elicit meaning and understanding on
Christian organizational culture and its role on job satisfaction. Therefore, the
research systematically sought answers from the lived out experiences of the people
who were working with the organization in their social and cultural contexts. The four
instruments were:
1. open and closed ended questionnaire,
2. semi-structured interview,
3. focus group, and
4. pre-post intervention program.
These instrumentations were used in the research project for data collection
and analysis. Open and closed ended questionnaires were distributed to selected eight
former staff members of BSS who had left the organization. Each questionnaire was
sent through email and the completed questionnaires were collected through email as
the participants were living in different regions of India.
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Semi-structured interviews were conducted among the ten selected current
staff members in which five participants from Bhagwanpur and five staff from Pathiri
respectively. The intervention programme was preceded and followed by pre-post
surveys to find out the changing level of job satisfaction based on the best practices
by analyzing the scores. A t-test of the scores also was calculated to understand
whether the differences were statistically significant. Therefore, it was a mixed
method of study. Intervention of leadership training were conducted three times
among twelve current staff members of the organization selecting for a period of two
months. A focus group was conducted for eight current staff members of the
organization. A total number of thirty-eight staff members responded to the data
collection instruments and all the participants to the four instruments were
individually different which provided a wide perspective on the issue under
consideration.
Data Collection
Data collection was done through open and closed ended questionnaires,
interviews, pre-post intervention study and focus groups. The study was completed
within three months of its commencement. The identity of the respondents and the
collected data through the instrumentations were kept very confidential. The
questionnaires and interview questions were very precise and the interviews were
recorded with prior permission of the respondents.
Data Analysis
The data was analyzed through comparative method of analysis. Here two
phenomena of attitude to Christian ministry was analyzed in the intervention
evaluation. The research analyzed the data received from the pre-intervention
questionnaire and the data received from the post intervention survey and compared
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and contrasted the data received before and after the intervention. The data was
analyzed in the framework of theme analysis laid out by Spradley. He defines theme
as “a postulate or position, declared or implied, and usually controlling behavior or
stimulating activity, which is tacitly approved or openly promoted in a society”
(Spradley 185). Spradley was talking about the analysis of cultural themes, but the
methodology can be used to identify organizational cultural themes from the data
collected.
Generalizability
The project was done in a particular socio-cultural and political situation and
organizational system in an Indian context, but the research findings are
generalizable. Even though it was a small-scale research project, the findings have
broader applicability for similar Christian organizations working in this field. The
study looked at the understanding of Christian ministry and the depth of staff
commitment for one mission organization, but the study should help other
organizations develop policies and programs that will foster deeper commitment and
greater job satisfaction among their staff members.
Project Overview
The project looked into the role of organizational culture for job satisfaction
and staff retention in Christian organizations with special reference to Bharat
Susamachar Samiti. It was analyzed through closed and open-ended questionnaires,
semi-structured interviews, focus group and pre-post intervention study of leadership
training conducted for selected staff of the organization. Chapter two is a detailed
analysis of the literature of the most influential writers on the Biblical and theological
foundations on the subject of organizational culture. It reviews the alternative and
unique understanding of organizational culture in Biblical models of organization.
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Chapter three outlines the research methodology and data collection methods through
the four various research instruments explained above. Chapter four reports the
findings from the four research instruments including open and closed ended
questionnaires, semi-structured interviews, focus group and pre-post intervention
study. Chapter five outlines the major findings of the research and analyzes it on the
basis of the Biblical, theological and theoretical framework. It also explores the
implications of the findings for the better staff policies for BSS as well as other
Christian organizations in similar contexts.
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CHAPTER 2
LITERATURE REVIEW FOR THE PROJECT
Overview of the Chapter
This chapter reviews the literature related to organizational culture. The basic
drive of the research was to understand the role of organizational culture in Christian
organizations for job satisfaction and staff retention in the organization Bharat
Susamachar Samiti (Good news for India). The organization which was involved in
Christian ministry and mission in North India was facing an issue of staff attrition.
The goal of the research was to understand the organizational culture and its impact
on the staff. This chapter is a detailed analysis of the biblical and theological
foundation and socio-historical analysis of the organizational culture.
The first part of the research is an analysis of the Biblical foundations of
organizational culture. This study was an evaluation of three models of organizational
culture found in the Bible, namely Moses-Jethro model, Jesus and disciples, and Paul
and ekklesia model. The first step is to understand the cultural milieu that existed
when each of the biblical models were alternatives to and unique in their given
culture. It was also an evaluation of how the organizational culture found in the
Biblical models assured the continuity of the organization in the society and how
Christian organizations need to emulate some of these principles of the biblical
organizational culture for the job satisfaction and staff retention.
The second part of the literature review looks into the theological foundations
of organization in the framework of the Trinity. The image of God is the God-human
community where the earth- “ruling” responsibility of humanity can be fulfilled only
within the mutuality and interdependence with God and human beings. In this
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understanding God is at the center of human organization, and the Trinity is the
foundational aspect of human organizational culture.
The third part of the literature review analyzes in detail the socio-historical
backgrounds of organizational culture in India. Analyzing the historical and sociocultural context of Indus Valley Civilization it tries to understand the basic inner
dynamics of the social organization from the age-old caste system. This study is very
important for the research as Indian Christian organizations are more or less evolved
from the hierarchical structure of the society which was stratified on the basis of
caste. From this premises the study progressed to understand the important concept of
organizational culture and its development in the history. It was an analysis of
different schools of organizations emerged in the past such as task management
approach of Frederick Winslow Taylor to that of organizational cultural approach of
Kim S. Cameron and Robert E. Quinn.
The third part of this chapter elaborately analyzes the evolved research themes
from the discussions and tries to evaluate in the framework of the competing values
framework proposed by Cameron and Quinn. The research themes were critically
analyzed within the four parameters of Trinitarian communion proposed by Seamands
and four cultural traits in assessing the organizational culture enumerated by Cameron
and Quinn.
Biblical Foundations
The human organization is uniquely reflecting the divine and human realities.
Jesus promised his presence “where two or three are gathered” in his name. (Holy
Bible: NRSV, New Revised Standard Version Matt. 18:20). The human organization is
the reflection of the “image” of God, the Trinity. The study focuses on the biblical
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material from an integrative approach analyzing the theological and socio-historical
perspectives.
Important Elements in the Concept of Organization in the Bible
The first message from God to the humans was on organization and
management. God told Adam and Eve “[b]e fruitful and multiply, and fill the earth
and subdue it; and have dominion over the fish of the sea and over the birds of the air
and over every living thing that moves upon the earth” (Gen. 1:28). The words
“subdue” and “have dominion” refer to the human responsibility to be shepherd, ruler
or manager of the whole creation. The study of the verb “have dominion” reveals that
it must be understood in terms of care giving, even nurturing, not exploitation. The
command to “subdue” focuses on the earth, particularly cultivation. As Fretheim
observed, “[m]ore generally, “subduing” involves development in the created order.
This process offers to the human being the task of Intra-creational development, of
bringing the world along to its fullest possible creational potential” (Fretheim 346).
Thus by “upholding divine principles of law and justice, human beings are
commissioned to administer the nature as a benevolent king acting as God’s
representative over them and therefore treating them in the same way as God who
created them thus animals, though subject to man, [sic] are viewed as his
companions” (Wenham 33). In the organization of the creation God is introducing a
culture of relationship which is based on fellowship and togetherness.
Human behavior is a product of the economic, social, political, and
technological forces of the past and present. Analyzing the organizational culture and
church organization Ershova and Hermelink observed that, “Organizational
culture…is the “character” of an organization, encompassing the beliefs, values and
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attitudes of its members” (Ershova and Hermelink 223). The classic definition of
Schein state that,
The culture of a group can be defined as the accumulated shared learning of
pattern of that group as it solves its problems of external adaptation and
internal integration; which has worked well enough to be considered valid and,
therefore, to be taught to new members as the correct way to perceive, think,
and feel in relation to those problems (Schein and Scheiner 5).
According to this statement the culture is transferred from longer-serving staff to the
new members of the organization through events, publications and socialization
process. Therefore, the induction process is important in bringing the needed
relatedness and need affiliation among the staff members.
The new organizational culture was initiated in the garden of Eden, and its
survival through the history is dealt in this reflection and study from three historical
and biblical segments: one from the Old Testament and two from the New Testament.
The concentration of this study is from the perspective of organizational culture in the
Bible. Then a Theological understanding is evolved on the basis of the study for
further reflection and elaboration. The three segments are:
1. Moses and the organizational culture,
2. Jesus and the organizational culture, and
3. Paul and the organizational culture.
Moses and the Organizational Culture
Several biblical models are helpful for understanding human organization. The
story of Moses is one among them. Moses led his people in a time of transition, from
slavery in Egypt to freedom in the promised land. Moses never entered the promised
land and never saw the final result of his efforts. Transition in the history of Israel
took time as Moses put the foundation for the organization of the people. John Bright
observed that, “[t]here can really be little doubt that ancestors of Israel had been
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slaves in Egypt and had escaped in some marvelous way” (Bright 120). And as he was
analyzing the relation between the influence of Midianite culture on the socio-cultural
and religious life of Israel, Bright concluded that, “we really do not know whether a
God called Yahweh had been worshiped before Moses or not. But, if such was the
case, we may be certain that through the work of Moses, Yahwism was completely
transformed and given a new content. It is with Moses that Israel’s distinctive faith
begins” (Bright 128). In the process of the formation of Israel as a nation the
contributions of Moses need to be analyzed in a cultural perspective.
Moses the Architect of Israel
The biblical tradition speaks of the origin of Yahwism from Moses and Israel’s
wilderness journey. As Bright observed, “The event of exodus and Sinai require a
great personality behind them. And a faith as unique as Israel’s demands a founder
…To deny that role to Moses would force us to posit another person of the same
name” (Bright 127). Commenting on the statement Campbell observed that,
And this is what has led many critical scholars to try to identify the distinctive
theological contribution of a leader who was not simply a military commander, not
merely a lawgiver, not merely a covenant mediator, but in fact a theological architect,
imparting some of the basic and most fundamental ingredients of what we can with
justice call Old Testament theology (Campbell 144).
Moses as the leader of the people of Israel introduced a new organizational
culture through covenant, faith, and organization. Moses achieved the cultural identity
by proclaiming the name of Yahweh as the deity who led his people from Egypt to
their settlement in Canaan and articulating a faith which was monolatrous. This “faith
was vitally aniconic” as Campbell observed and he continue to prove that, “[t]here is
a reason to believe that the opposition to magic and divination and to necromancy
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…began with Moses and the Mosaic faith” (Campbell 145). Moses introduced a
comprehensive model of covenant, which attaches ethical content and motivation to
the high transcendence of Israel’s God. For Campbell “[t]his theological claim,
adapted from the human realm of international diplomacy and law, provided the
means for social cohesiveness for the motley group which Moses led out of Egypt”
(Campbell 146). Moreover, the humanitarian concern of the covenant code, common
allegiance structured at Sinai all point towards a cultural creation in the life and faith
of Israel. In this process of organization of Israel as a nation the Moses-Jethro
tradition needs to be analyzed in the light of organizational culture.
Moses and the Alternative Organizational Culture
Moses as a leader was willing to give his life for his people even before he
was selected for the purpose of delivering the people of God form the bondage of
Egypt. The organizational culture he introduced into the community life of the people
of Israel took time to bring the final result, and Moses could not enter to the promised
land to see the final results. The foundation of Israel’s community life was placed by
Moses during the wilderness Journey as Jethro, his father-in-law, suggested the
appointment of God-fearing men to share his task.
We are told in Exodus 1:11 that Hebrews were forced to labor at the building
of Pithom and Raamses. The Israel as a people were under the oppression of Egypt
and it had four aspects:
1. The Israelites multiplied and became exceedingly stronger in number
(Exod. 1:7)
2. The Egyptians grew fearful of the Israelites (Exod. 1:9-11)
3. The Egyptians forgot what the Israelites had done for them (Exod. 1:8)
4. The Egyptians put Israel into servitude (Exod. 1: 13-14).

Iype 31
In this scenario of oppression and servitude Moses emerged as a fountainhead figure,
who defined something significantly new and significantly comprehensive in the life
of Israel. The new understanding of leadership and organization is imparted to the
Israelites through the covenant and the Law. This is the beginning of a new
organizational culture in the life and faith of Israel. Gottwald in his study The Tribes
of Yahweh a Sociology of the Religion of Liberated Israel, 1250-1050 BCE analyzed
the contribution of Moses group as follows.
The probabilities of the presence of some version of covenant and law in the
Moses group might be put in this way: 1) Since the Moses group contributed
the cult of Yahweh to Israel in Canaan, it is reasonable to believe that it
concurrently contributed covenant and law; 2) since the Moses group was selfruling once it escaped Egypt, it would have required some instrument for selfrule similar to those provided by covenant and law; and 3) the Exodus
traditions explicitly claim that Moses introduced covenant and law (Gottwald
36).
The self-ruling organizational culture introduced by Moses in the life and faith of
Israel was based on the cult of Yahweh. As Campbell noted, “In portraying her God
she broke forms and created new forms with ease” (Campbell 149-150). In this
process it would be appropriate to discuss about the new forms of organizational
culture in the life of Israel.
Moses-Jethro Tradition and Israel’s Organization
In the process of breaking the old and forming the new organizational
structure, “he blended elements of king, revolutionary, military commander, priest,
prophet, and sage…” (Boers 32). Arthur Boers continues to observe that, “Moses’s
role was not merely to succeed or replace Pharaoh but to be an entirely different kind
of leader, to undermine presumptions of a pharaonic style of leadership” (Boers 32).
Moses was an “anti-king”; his life contrasted with usual monarchs and introduced an
alternative leadership style. In this line Robert Karl Gnuse observed, “His birth
narrative…brings his role as an anti-king into sharp focus. He became a prince in
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Egypt only after he was born a slave. When he went to the wilderness, therein was the
presence of God to be found, not in the palaces or the temples of the urban centers”
(Gnuse 39). Walter Brueggemann agreeing with Mendenhall and Gottwald, asserted
that, “the ministry of Moses…represents a radical break with social reality of
Pharaoh’s Egypt” (Brueggemann 15). In this context Boers observed that “God,
through Moses, aimed at overthrowing oppressively hierarchical ideas, arrangements,
priorities, and presuppositions” (Boers 33). The work of Moses attacked and
dismantled a system based on hierarchy and tried to create an alternative system based
on principles of relationship, equality and participation of the people.
According to Brueggemann the two aspects of the Egyptian organizational
culture was “the religion of static triumphalism and the politics of oppression and
exploitation” (Brueggemann 16). Moses dismantled the concepts of imperial reality
“by exposing the gods and showing that in fact they had no power and were not
gods…The mythic claims of the empire are ended by the disclosure of the alternative
religion of the freedom of God.” Moses dismantles the politics of oppression and
exploitation by countering it with a “politics of justice and compassion”
(Brueggemann 16). Moses envisioned a new social order which is based on the
principles of freedom, justice and liberation against the power and control culture of
Egypt.
The result was the emergence of a “new social community in history, a
community that has historical body, that had to devise laws, patterns of governance
and order, norms of right and wrong, and sanctions of accountability” (Brueggemann
16-17). The program of Moses in the life of Israel was not the “freeing of a little band
of slaves as an escape from the empire,...his work is nothing less than an assault on
the consciousness of the empire aimed at nothing less than the dismantling of the
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empire both in its social practices and in its mythic pretention” (Brueggemann 18-19).
Moses attempted to bring the alternative consciousness in the life of Israel through
Yahwism. So he was “mainly concerned with the formation of a counter-community
with a counter-consciousness” (Brueggemann 28). He was concerned not with
societal betterment through the repentance of the regime but rather with totally
dismantling it in order to permit a new reality to appear. In the process of creating a
new community as Brueggemann observed “the vision emerging from Moses is viable
only in an intentional community whose passion for faith is knowingly linked to
survival in the face of a dominant, hostile culture” (Brueggemann 29). This alternative
understanding of organizational culture helped the Israelites to survive in the midst of
all other hostile cultures of the time.
Israel as Twelve Tribes
The tribal confederacy can be considered as the organizational system of
Israel. Gottwald observed that “The expression shivte Israel, ‘the tribes of Israel,’ may
be the nearest approximation to a technical organizational term for the total Israelite
society” (Gottwald 243). In Genesis 49:16 Dan is called “one of the tribes of Israel”.
The assembled community of the people is called “the united tribes of Israel” in
Deuteronomy 33:5. Discarding the “amphictyony 2 theory of Noth,” about the
formation of Israel’s organization Gottwald suggests that it is “loosely a confederacy”
(Gottwald 348). In order to prove his arguments, he proposes that,
The twelve-tribe scheme originated by David for administrative
purposes in order to recruit the citizen army or militia, and possibly also
to raise taxes and to impose the corvee. The twelve-tribe
2

Amphictyony was the Greek name for an association of tribes or city-states in a single cult at
a central shrine which is reported from Greece and Italy before the Hellenic and Roman worlds had any
single overarching political rule. In the broadest sense the analogy is suggestive in that both in Greece
and Italy on the one hand, and in Israel, on the other, we observe politically autonomous units bound
together common religious ties involving specific cult practices. The three traits of an amphictyony are
(1) a central shrine; (2) a body of amphictyonic officers delegated from the member tribes; (3) a fixed
twelve-tribe membership (Gottwald 347-348).
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scheme…served the important socio-religious transitional function of
solidifying David’s kingdom on the foundation of the tribal entities of
the old Yahwistic association of Israelite peoples (Gottwald 363).
This concept is “retrojected into the early traditions” of the Israel. So according to
him the two aspects of the organization of Israel are “the administrative and the
symbolic” (Gottwald 362). The basics of this alternative organizational culture is
recounted in Exodus 18 when Jethro, who was the father-in-law of Moses, came to
visit Moses.
Israel and Alternative Organizational Culture
Exodus 18:13-14 describes Jethro’s observance of Moses as he “sat as judge
for the People”. These verses indicate the inefficiency in providing judgement as
people were standing around him from morning until evening. As Donald Roland
Suttles observed,
Organization, therefore, at this point was both highly centralized and
decentralized. It was centralized in that all decisions were referred to the top
man in the organization. It was decentralized in that there were very few, i.e.
only two, organizational levels in the hierarchy. There was only Moses at one
level, and all the rest of the people at the next level (Suttles 36).
Jethro understood the danger of this structure and suggested a change in the
organizational culture in the administration of Israel.
Jethro, in Exodus 18:17-18 after observing Moses’ activities questioned the
organizational culture which prevailed in the wilderness journey of Israel. He said
“[w]hat you are doing is not good. You will surely wear yourself out, both you and
these people with you. For the task is too heavy for you; you cannot do it alone”
(NRSV, Exod. 18:17-18).
The organizational culture Moses imbibed from Egyptian government
structure of “kingly” expectation which was based on power and control needed to be
dismantled to set up a new community-building culture based on equality and justice.
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The intervention of Jethro, “moved Moses to understand God’s desire for this new
nation of people” (Icenogle 92). Icenogle rightly observed:
In order to accomplish this political decentralization and religious
transformation, Moses had to create a structure of discipline that would
continue to nurture face -to-face community and empower the motley nation
of slaves to become leader-priests for one another (Icenogle 93).
Pharaoh’s leadership style of control, oppression and dependency in Egypt created a
culture of dependency in the life of Israel. As Icenogle observed “Moses, however,
grew up in the house of Pharaoh and suffered from the pharaonic complex of making
the people dependent upon his own power and authority.” Therefore Exodus was
God’s way “to purge Moses of the ghosts of Pharaoh’s house and family system”
(Icenogle 93). It clearly points towards the change of organizational cultural of
control and oppression to empowerment. God would first empower Moses and then
God would help Moses empower the people. Jim and Carol Plueddemann
encapsulated this process of change in the life of Israel saying,
When God delivered his chosen people from the slavery of Egypt, he could
have taken them directly to the promised land. The distance from Egypt to
Palestine was shorter than the miles from Philadelphia to New York, but
God’s purposes included far more than getting from one place to another.
Taking the people out of Egypt was much easier than taking Egypt out of
people. And so a journey that could have been completed in a week of
comfortable travel became a forty years pilgrimage (Plueddemann and
Plueddemann 1-2).
The organizational culture suggested by Moses’ father-in-law, Jethro was a strategy
and structure based on decentralization of power where Moses put leaders in charge
of smaller groups of people, created multiple layers of leadership, and recognized
multiple circles of community. Exodus 18:21-22 reads,
You should also look for able men among all the people, men who fear God,
are trustworthy, and hate dishonest gain; set such men over them as officers
over thousands, hundreds, fifties, and tens. Let them sit as judges for the
people at all times; let them bring every important case to you, but decide
every minor case themselves. So it will be easier for you, and they will bear
the burden with you (NRSV, Exod. 18:21-22).
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Moses implemented the advice of Jethro. The Bible says, “Moses chose able men
from all Israel and appointed them as heads over the people, as officers over
thousands, hundreds, fifties, and tens. And they judged the people at all times; hard
cases they brought to Moses, but any minor case they decided themselves” (NRSV,
Exod. 18:25-26). The change of organizational culture happened in the life of Israel.
Unlike the controlled leadership of Pharaoh, the “way of leadership in the presence of
God is shared leadership.” God needed Moses to follow “shared authority and power”
with people (Icenogle 95-96). The main thrust of organizational cultural change
which happened in the life of Moses as well as in the life of Israel is in the area of
empowerment and communities of leaders who shared leadership. As Icenogle
observed,
Moses’ responsibility was to call the people to depend upon God. God would
supply the authority and wisdom to empower multiple circles of leaders.
Moses’ leadership was to lead the people to God and teach the other appointed
leaders to be dependent upon God and interdependent with one another
(Icenogle 97).
The organizational culture suggested by Jethro was based on the decentralization of
power and on multiplied and shared leadership. In this organizational culture
liberation and leadership of all the people are envisioned. The slave community was
transformed into a responsible community in the process.
In Exodus 19: 5-6 says, “Now therefore, if you obey my voice and keep my
covenant, you shall be my treasured possession out of all the peoples…you shall be
for me a priestly kingdom and a holy nation” (NRSV, Exod. 19:5-6). The movement
of exodus is not just a geographical movement, but a spiritual and psychological
movement and a leadership empowerment movement in which Israel became a nation
of leaders, a kingdom of priests with a changed organizational culture.
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Jesus and Organizational Culture
The ministry of Jesus and his model of equipping ministry bypassed the
religious professionals of his day. It was an instructive model of equipping ministry.
He equipped them to do greater things. Jesus said, “Very truly, I tell you, the one who
believes in me will also do the works that I do and, in fact, will do greater works than
these, because I am going to the Father” (NRSV, John 14:12). Observing on the
alternative understanding on ministry of Jesus William E. Hull stated that,
When Jesus launched his ministry, he bypassed the religious professionals of
his day, choosing instead to recruit twelve ordinary laymen from differing
walks of life. To these men, who lacked the training of the rabbis or the
prestige of the priesthood, he said, “You are the salt of the earth, the light of
the world” (see Matt. 5:13-16). It is astonishing how they became the pivot on
which hung the very survival of his movement. It is not an exaggeration to say
that when Jesus died he left only two things on earth- the blood spilt in loving
sacrifice for others and the impact of his life upon a handful of frightened,
faltering men (Hull 6).
This equipping strategy of Jesus’ ministry is the foundation of the “rapid movement
of the church as it spread from being a tiny remnant with Judaism to become a
worldwide faith” (Tidwell 42). The organizational culture of Jesus’ movement was
based upon the decentralization of power to the selected disciples and building a clan
culture of empowerment and personal development.
Kingdom of God the Foundation of Organizational Culture
Kingdom of God was the central theme of the preaching of Jesus. The main
purpose of Jesus’ ministry was to proclaim the good news of His coming into the
world, to inaugurate the Kingdom of God and to call people to repentance and
acceptance of the Kingdom (Matt. 4:17). According to Jesudason Baskar Jeyaraj,
there are two important features of the preaching of Jesus. First the expectation of
both Jewish leaders and the people concerning the coming Messiah and establishment
of the monarchy through a political victory was not fulfilled as they expected. But,

Iype 38
Jesus through His preaching, tried to let the people understand that the Kingdom of
God has come in His person and that it is already present “in their midst” (Lk. 17:21).
What had been inaugurated now will continue till its final fulfillment in the future
when Jesus returns to judge the world.
The second aspect of the message of Jesus is the value of God’s reign. It is not
based on any Greek or Roman ideology. The values are based on the nature and
attributes of God who created the world. Jesus talked about the Father in heaven and
His close relationship with Him reveals His consciousness of the nature of God and
the principles God expects to prevail in society. The principles are justice, sharing,
love, peace, protecting the rights of people, caring for the marginalized like widows
and orphans and welfare of all people (Jeyaraj 148-149). These are some of the basic
principles upon which Jesus established the movement.
The organizational culture Jesus introduced was on the basis of these values.
As Jeyaraj rightly observed, “Jesus never preached an-ism’, like Capitalism,
Socialism, Marxism or Communism” (Jeyaraj 149). In the kingdom of God’s
perspective these values are necessary for all societies to survive. Jesus is particular
about the practice of these values in families and society. Therefore “He neither
preached about the system of operation nor created a new system. He stuck to the
preaching of the principles and trained the disciples to preach this message of values
and prove it in their own lives” (Jeyaraj 149). It is a call to live in harmony with the
society in practicing the values of the Kingdom of God. As Jeyaraj noted,
Jesus practiced it and wanted all His disciples to practice it. He believed that
leaders who took these values seriously would be compelled to transform their
own political, economic and social systems because the values were based on
the attributes of God and had the power to touch systems, political parties and
administration. In the process of achieving the values of the kingdom, they
cleaned themselves of the evils of their system…He has given the freedom to
work it out through a system which will strengthen God’s reign in the best
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possible way on this earth. To accept it and practice it through the best
possible system is the responsibility of humanity (Jeyaraj 149-150).
In this process Jesus gave importance to the training of the disciples rather than
creating a system to promote these values. The ultimate purpose of the existence of
Christian organization is to see to it that God’ reign is established in and through its
work in the society.
Training of the Disciples and their Organizational Culture
Jesus called his followers for the ministry. The vocation to discipleship is the
vocation fundamentally to serve and not to be served (Mk. 10:45). The foundations of
organizational culture of Jesus’ ministry is a disposition in the lives of the disciples to
serve all rather than impose authority. As Cyprian E. Fernandez in his study of Gospel
of Mark observed, “The discipleship is the way of discovering the authentic human
identity amidst the corrupt cultural institutions and values. Its norms restore the
authentic human identity in two ways; by being with Jesus as disciples and by
exercising the mission that pertains to him” (Fernandez 70). In the process of
discipleship, a rupture of family is called on. The leaving of family in the patriarchal
system is a cultural issue. In the patriarchal system, father was the owner and family
members were wealth and possession to his honor. It is in this context the
conversation of Peter and Jesus need to be analyzed.
Peter began to say to him, “Look, we have left everything and followed you.”
Jesus said, “Truly I tell you, there is no one who has left house or brothers or
sisters or mother or father or children or field, for my sake and for the sake of
the good news, who will not receive a hundredfold now in this age-houses,
brothers and sisters, mothers and children, and fields, with persecutions-and in
the age to come eternal life (NRSV, Mk. 10:28-31).
The social organizational culture of family system is challenged by Jesus in this
saying. The domination of the Jewish household culture is changing into a family of
God where equality and honor are promoted. As Fernandez pointed out, “Mark,
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through discipleship, brings in a rupture in this cultural system of household
domination substituting with a fictive kinship or a new family of families where God is
the Father and Owner; the community of disciples, the new Israel owned by Christ,
are ‘the possession of God’” (Fernandez 70). The creation of the new family of Christ
is considered as formulation of the new organizational culture based on the principles
of clan culture as noted earlier where the leaders are considered to be mentors and
parent figures. The cohesion and morale of the members are encouraged by the family
climate in the organization.
The appointment of the Twelve is described in Mark 3:13-19. The purpose of
discipleship according to this passage is “to be with him, and to be sent out to
proclaim the message, and to have authority to cast out demons” (3:14-15). As Ernest
Best observed, “They do not form any organization or have special operation as a
single body except this power of authority of Jesus” (Best 180). Therefore the
discipleship is to share the same mission of Jesus and when “disciples do their
mission, the very mission and authority of Jesus is perpetuated concretely and
tangibly, irrespective of time and space” (Fernandez 74). The disciples of Jesus are
not like disciples of rabbis who focused on learning the law and not like Hellenistic
disciples who were interested in learning philosophies.
The Uniqueness of the Organization of the of Jesus’ Disciples
In the bestseller The Master plan of Evangelism, Robert Coleman enumerates
the selection process and stages of discipleship: selection, association, consecration,
impartation, demonstration, delegation, supervision and reproduction. He emphasis
the “principle of concentration” in the fundamental strategy of training process.
Here is the wisdom of his method…the fundamental principle of concentration
upon those he intended to use. One cannot transform a world except as
individuals in the world are transformed, and individuals cannot be changed
except as they molded in the hands of the Master. The necessity is apparent
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not only to select a few…but to keep the group small enough to be able to
work effectively with them (Coleman 24).
In the Markan narrative the appointment of twelve disciples as travelling companions
of Jesus needs to be analyzed in the light of the cultural milieu. “He went up the
mountain and called to him those whom he wanted, and they came to him. And he
appointed twelve, whom he also named apostle to be with him, and to be sent out to
proclaim the message” (NRSV, Mark 3:13-14). A.B. Bruce in his study The Training
of the Twelve points out that, “They were to be…students of Christian doctrine, and
occasional fellow-labourers in the work of the kingdom, and eventually Christ’s
chosen trained agents for propagating the faith after He Himself had left the earth”
(Bruce 30). But for Fernandez “Twelve represents the starting point of the
discipleship in the Markan setup that grows in its horizon furthermore” (Fernandez
83). The training of the twelve “men was to be a constant and prominent part of
Christ’s personal work” (Bruce 30). The administrative action Jesus adopted to
continue the mission which he has started is a very vital question for organization.
The two important aspects of Jesus’ movement with regard to continuity are:
“First, He had to find some way of making His message permanent. Second, He had
to find some way of disseminating His message” (Jonathan 17). In an age where no
modern communication methods were available there was only one way to solve this
problem. “He chose men on whose hearts and lives He could write his message and
He sent them around” (Jonathan 17). David Bosch points out six major differences
between the organizational culture of the disciples of Jesus and the Jewish Rabbis.
Selection Process
In the Judaism of Jesus’ time the disciples (Aramaic: talmidim) selected their
teacher or Rabbi and attached himself to that teacher (Bosch 36-37). But Jesus
selected His disciples as they respond to the command, “Follow me and I will make
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you fishers of men. And immediately they left everything and followed him…”
(Mk.1:17-18) The choice is Jesus’, not the disciples. This aspect of the call of Jesus is
a change in the cultural milieu of the rabbinic educational system. As F. C. Jonathan
observed,
Obviously, there is a selective process of the right individuals to be most fitted
for managing the “Mission”. There is a consideration of some initial skill on a
profession followed so far. Fishing requires adequate knowledge of the
behavioural pattern of the life under the water, acquaintance of the seawater,
the depth, the waves, the selection of right timing and the period of
accumulated experience (Jonathan 2-3).
The statement is in line with the task culture described by Charles Handy in his
organizational culture. In this culture the expertise and creativity of the member of the
organization is given importance. The disciples were allowed to exercise their
individual experiences and expertise in the whole discussion of discipleship.
Moreover, the authorization and empowerment from the Master in the process
of ministry is a continuous process. “I will” and “make you become” is in contrast
with the teaching of Torah where Jesus is consciously authorizing and empowering
the disciples to do the task with accountability, and humility. So experience and
empowerment are the two management principle Jesus adopted in training the twelve.
Study Process
The disciples approached Rabbi to study the Law and to improve upon
knowledge and interpret the Law which is regarded as the authority. As David J.
Bosch explained Jesus’ approach,
He expects his disciples to renounce everything not for the sake of the
Law but for his sake alone: ‘He who loves father or mother more than
me is not worthy of me…and he who does not take up the cross and
follow me is not worthy of me…and he who loses their life for my sake
will find it’ (Matt 10:38f). No Jewish Rabbi could say this. Jesus takes
the place of the Torah” (Bosch 37).
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The Rabbinic culture of discipleship which is based on the Law and its precepts which
is legalistic and judgmental changed to an organizational culture of discipleship of
following the person and work of Jesus. In this process of establishing the Twelve
“Jesus created a new prototype…for the wider community of disciples” (Icenogle
123). The twelve disciples became the twelve apostles “the authenticated witnesses,”
of Jesus with an alternative understanding in the discipleship culture in the social
context (Kraus 19). The organizational culture of Jesus’ movement was established on
this understanding of the discipleship and the alternative model helped the continuity
of the organization.
Unity in Diversity
In Judaism the goal of studying the Law was “to become a rabbi himself.” But
following Jesus “is in itself the fulfillment of his destiny. The disciple of Jesus never
graduates into a rabbi” but as noted he became an apostle “essentially, a witness to the
resurrection” (Bosch 37). Jesus selected a diverse group to be his disciples and
apostles unlike in Judaism. They were comprised of a combination of people from
diverse cultural elements which included Galilean fishermen, tax collectors and
nationalists. Bishop F.C. Jonathan while analyzing Mark 3:14 enumerates the purpose
of the call of the disciples as follows.
Jesus called them with a two-fold purpose. First, to be with Him. They
were to have His steady and consistent companionship. Two important
things in management: steady and consistent. Others might be
fluctuating and spasmodic in their attachment to Him. These twelve
were to identify their lives with His life and live with Him all the time.
Identity and constancy gives confidence in management. Second, He
called them to send them out. They were to become Jesus’
representatives. They were to tell others about Him (Jonathan 18).
To ensure the continuity of the organization the diversity needed to be maintained.
The message they have been entrusted was unique, and it was also contributing to the
unity in the organization.
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Students and Servants
“The disciples of the rabbis were only their students nothing more. [But]
Jesus’ disciples are…His servants” and called to “obey Him” and serve the people. As
Bosch observed this understanding of discipleship is “quite alien to late Judaism”
(Bosch 38). This is an alternative understanding of discipleship where the master
Himself is becoming a servant by doing the menial task—that of washing the feet of
his disciples. Jesus said in the context of the washing of the disciples’ feet that, “You
call me Teacher and Lord-and you are right, for that is what I am. So if I, your Lord
and Teacher, have washed your feet, you also ought to wash one another’s feet”
(NRSV, John 13:13-14). In the understanding of Clifford Jones, “Jesus was
underscoring not only the significance and centrality of the servant-slave metaphor,
but, more importantly, the core value of relational leadership.”3 (Jones Chapter 15,
Location 5698) This is a drastic change in the understanding of organizational culture
of leadership where servants (doulos) are called friends (philous). “I do not call you
servants any longer, because a servant does not know what the master is doing; but I
have called you friends, because I have made known to you everything that I have
heard from my Father” ( NRSV, John 15:14-15). So in this leadership culture servant
and master are in the same pedestal and this is a revolutionary understanding of
leadership style in the Jewish culture.
Teaching and Witnessing
The task of the talmidim is to be the custodians and teachers of the Law. But
as Bosch observed, “To follow Jesus does not mean passing on his teachings or
becoming the faithful custodians of his insights, but to be his ‘witness’” (Bosch 38).
3

According to Jones relational leadership in Christian leadership is “encouraging one another
in love, going so far as to champion the causes of each other and celebrate the successes of each other,
backbiting and ugly striving for position will be minimised, if not eradicated altogether. That is the call
and challenge of Christian leadership: a leadership model that is radical and transforming to the core”
(Jones Location 5707).
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“And he appointed twelve, whom he also named apostles, to be with him and to be
sent out to proclaim the message, and to have authority to cast out demons” (NRSV,
Mark. 3:14-15). The disciples of Jesus have a personal allegiance and an emotional
adherence to their master. Wilkes observed that,
We often overlook the fact that Jesus stated his authority to send before he
sent his followers on mission. Leaders who send others out without the
authority to make decisions send powerless followers to defeat. As leader,
Jesus claimed his authority to send those he had recruited before sending them
out (Wilkes 182).
So Jesus’ earthly ministry revolved around building a team of close followers. He
modeled a ministry which is equipping and empowering. As Jones rightly pointed out,
“Teams maximize the strengths of people while minimizing their weaknesses. As
team members complement each other, striving together in pursuit of a shared vision
and exercising a diversity of skills, effective service is assured. A team of people will
accomplish more than an individual on his or her own” (Jones Chapter 15, Loc.
5787). In the process of the witnessing ministry of the disciples Jesus is introducing a
leadership style which is based on sharing of responsibility and developing future
leaders. John Mallison observed that, “Jesus chose to share his ministry with others,
not delegating in order to help him cope with the growing demands, but to develop
future leaders” (Mallison 4). One of the foundations of the leadership and
organizational culture Jesus introduced in his ministry was sharing the authority of
Kingdom of God with all who follow him.
Disciples as Vanguard
In Judaism the talmidim of Jewish teachers belonged to the school of the
Rabbi. But the disciples of Jesus “are the vanguard of the messianic people of the endtime” (Bosch 39). The relationship of the Rabbi and students will come to an end after
the education of the Law. However, the disciples of Jesus are called to be community
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of believers who are witnesses for Jesus “between the passion of the earthly Jesus and
the Parousia of the coming son of Man; to be a disciple means to follow the suffering
Jesus and look forward to his return in glory” (Bosch 39). So according to Bosch the
motivation for mission is the “expectation of Parousia.” “Therefore the term mathetes
is not restricted to them. They are simply the first fruits of the kingdom…essentially
members of the Jesus community just like everybody else” (Bosch 39). The
relationship between Jesus and disciples needed to continue in mutual sharing of
leadership authority and power. This is counter to the cultural norms of the day. Jesus
modeled and taught the twelve a nongrasping view of power. In the analysis of the
Sermon on the Mount David Prior argues for a changed understanding of the
“authentic power of true righteousness, on the pattern of Jesus, emerges as we are
changed in the inner core of our being… with one eye on what we can get out of it,
instead of unconditional generosity” (Prior 58). Jesus became a leader who “saw
ultimate power in terms of no-snatching” (Prior 75). This approach in leadership has a
counter cultural effect on the then conventional understanding of leadership in
society. Jesus’ leadership style and use of power was counter to every cultural norm
of “getting, grabbing, keeping, snatching, controlling and retaliating.” But Jesus saw
power in “in terms of giving, serving, welcoming, forgiving” (Prior 87)
A fundamental element of Jesus’ leadership style is leadership succession.
John C. Maxwell views legacy as one of the indispensable laws of leadership, saying
that the success of leaders should be “judged by how well the people we invested in
carried on after we are gone… A leader’s lasting value is measured by succession”
(Maxwell 263). For Jesus, “power was not to be snatched away and held on to, but to
be given away and to be shared with anyone who desired to become a member of the
realm of God. While this model of power-sharing began with the Twelve, they were

Iype 47
key to it begin distributed at Pentecost to many different groups of people (Acts 2:512)” (Icenogle 170). The speaking of languages of many divers people groups on the
day of Pentecost is a dramatic example of how God shares power with all people.
Now there were devout Jews from every nation under heaven living in Jerusalem.
And at this sound the crowd gathered and was bewildered, because each one herd
them speaking in the native language of each (NRSV, Acts. 2:5-6). According to
Icenogle, “[t]he sharing of language is a symbol of shared power and
leadership…Jesus is not just the leader of Twelve. Jesus is the Lord for all and Lord
of all” (Icenogle 170). The leadership style Jesus introduced challenged the existing
understanding of discipleship. Jesus was a relational leader who selected His disciples
from the grassroots and empowered them to be powerful men who in turn took
forward the legacy to the ends of the earth. The organizational culture was based on
servant leadership where each one became equal and was the servant of all.
Paul and Organizational Culture
The resurrection, ascension and the descent of the Holy Spirit at the day of
Pentecost sounded the beginning of the Church. M.M. Thomas and T.M. Philip noted,
“[t]he Holy Spirit which was active at the events leading to the birth of Jesus, is also
active at the Pentecost which marked the birth of the Church” (Thomas and Philip
20). The first church at Jerusalem gathered together and the fellowship among the
members was the basis of church organization. They devoted themselves to the
apostles’ teaching and fellowship, to the breaking of bread and the prayers…All who
believed were together and had all things in common; they would sell their
possessions and goods and distribute the proceeds to all, as any had need (NRSV,
Acts. 2:42-45).
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Sven-Erik Brodd in his analysis of Church organization observed two ways of
conceiving the church. First the church is the body of Christ and second it is
communion, the koinonia. “If the church is the Body of Christ, which implies the
presence and representation of the head, of course, then the church is seen as a
corporate personality… The Body of Christ image stress the organic nature of the
Church and its dependence on Christ the Head” (Brodd 250-251). This concept will
be discussed elaborately in Paul’s use of metaphors for church.
Brodd in his analysis of the church organization contented that, the
theological underpinning of fellowship the koinonia of the church is based on the
Holy Trinity.
This is based on the descriptions of the Holy Trinity and the interrelation
between Father, Son, and Holy Spirit. It clarifies the total interdependence
among Christians, but it also has other implications…that the Christian
community is always personal but can never be individualistic. The difference
is that a person always is defined based on the identity-giving community,
whilst an individual is defined by what is unique in relation to other
individuals (Brodd 251).
This understanding of church as the fellowship of the people of God is a changed
understanding in the early church. The Trinitarian understanding of organizational
culture is dealt with in the theological foundation of organizational culture.
Early Church and the Organizational Culture
Acts of the Apostle is one of the resources for understanding the
organizational aspect of early Church. Acts 6:1-7 tell of an incident in the life of the
primitive church which explains the organizational structure.
Now during those days, when the disciples were increasing in number, the
Hellenists complained against the Hebrews because their widows were being
neglected in the daily distribution of food. And the twelve called together the
whole community of the disciples and said, “it is not right that we should
neglect the word of God in order to wait on tables. Therefore, friends, select
from among yourselves seven men of good standing, full of the Spirit and of
wisdom, we may appoint to this task, while we, for our part, will devote
ourselves to prayer and to serving the word (Acts 6:1-4).
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The trouble arose between two elements in the Christian community. In order to
restore justice and harmony the Apostles called a full meeting of the disciples and the
solution was suggested that “select from among yourselves seven men of good
standing, full of the Spirit and of wisdom, we may appoint to this task” (Acts. 6: 3).
There are three groups of people that made up the organizational structure of the
church. They are the disciples (vv.1-2,5,7), the twelve (vv. 2,6) and the seven (v.3)
Here the church is encountered with a problem of organization and its distribution
system. This is the first step taken in the development of a formal organization.
The important question asked in this juncture is “[h]ad there been as yet a break
between Judaism as such and Christianity, or were the Christians still only a Jewish
sect?” (Votaw 31). In order to answer this question, it would be appropriate to look
into the existing system in the organizational culture of Jewish synagogue. According
to Barclay,
In the synagogue there was a routine custom. Two collectors went round the
market and the private houses every Friday morning and made a collection for
the needy partly in money and partly in goods. Later in the day this was
distributed… In addition to this a house-to-house collection was made daily
for those in pressing need (Barclay 51-52).
The collection for the needy people in the synagogue culture has undergone change
when it translated in the Christian gathering. As Clyde Votaw observed, “The
distribution of goods to the needy of the Christian community, until now
superintended by the apostles, had become so large a task that special officers were
necessary for it. The new office was perhaps an adaptation of a similar office in the
Jewish synagogue” (Votaw 32). However, the selection of these seven men to serve
on the tables by the Jerusalem community marked the beginning of a separate
organizational culture of the Christian Church.
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Exclusivism and Pluralism
Acts describes the work of the Holy Spirit and the mission of the church in the
light of the salvation of all people in the name of Jesus Christ “for there is no other
name under heaven given among mortals by which we must be saved” (Acts 4:12).
The passage under consideration is depicting the work of Holy Spirit in selecting the
seven, and bringing an order in the church administration. The theme of salvation
envisaged in the book of Genesis through the Abrahamic covenant (Gen. 12 :1-3) is
spreading across the families of the world from Jerusalem to the “ends of the earth”
(Acts. 1:8). This incident explains the way in which the church became an
autonomous body of believers who are empowered by the Holy Spirit and structured
according to the guidance and prompting. This organizational arrangement gave the
church a separate identity and existence outside the Jewish religious system.
The organizational culture introduced in the primitive church challenged the
exclusivity and question of purity that prevailed in the religion of Judaism. The
church opened to the needs of Hellenistic widows with an open heart. The
organizational culture adopted by the church threw light on the existing and deeprooted culture of exclusivity of religion and how the primitive church introduced the
plurality of culture. This incident opened up the exclusivity of the Jewish mindset to
other cultures where God is at work. The organizational culture and church
administration needed to be seen in this context. The basis of the organizational
culture is equality to all and participation of all. This is one of the foundations upon
which the organizational culture of the church is built. The Jerusalem council in Acts
15 is an occasion where the church took a strong stand against exclusivity of religion.
Paul is taking the concept further into the early church and categorically stated
that “There is no longer Jew or Greek, there is no longer slave or free, there is no
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longer male and female; for all of you are one in Christ Jesus” (Gal. 3:28). This
principle of unity in diversity is the basis of Biblical understanding of organization.
As Pao observed, “It is their status as ‘waiters’ that allows the seven to continue the
mission of Jesus in becoming “preachers” to the outcasts and oppressed…it become
clear that Acts 6:1-7 does function as a transitional account that bridges the Jerusalem
ministry and the one that reaches ‘to the ends of the earth’” (Pao 144). This passage is
crucial in understanding the primitive church organization. This incident marked the
separation of the Church the Judaism and a centripetally oriented exclusive
organizational culture changed into a centrifugally oriented organizational culture
where mission and ministry included gentiles outside Judaism and groups within
Jewish tradition. This egalitarian and inclusive organizational culture foresaw the
future of the growing church and positioned itself for facing the challenges ahead in
its growth and expansion.
Paul and Organizational Structure
When considering New Testament organizational structure Jesus and Paul
emerge as the primary focus. Paul is presenting an equipping ministry model in the
organizational structure of the church. As Eduard. Schweizer pointed out “[i]t is Paul
who is regarded as having most clearly thought through the implications of the Gospel
for the understanding of the church and who must be acknowledged as the centre…in
the witness of the New Testament”(Schweizer, Church Order in the New Testament
168-9). The word ‘church’ in Paul’s writing is a clue to understand the organization of
the Christians in the early church. In New testament the Greek word 4
(ekklesia) is used for the church.
Meaning of Ekklesia in Paul
4

The word meaning is “a popular assembly, Acts 19:32,39,40… the church; a local portion of
the church, a local church, Rom. 16:1, a Christian congregation, 1Cor. 14:4,” (Perschbacher 127).
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The term ekklesia in secular Greek refers to an assembly of the people, a
popular gathering. This word occurs some sixty times in Paul’s letters. According to
Banks the term “itself may be found in Greek sources, including the Greek translation
of the Jewish Bible, several centuries prior to its use by Paul…From the fifth century
BC onwards it referred to the regular “assembly” of citizens in a city to decide matters
affecting their welfare” (Banks, Paul’s Idea of Community 26 ). Therefore, culturally
speaking the term conveyed the meaning of an assembly of people, and in this line
Zikmund observed that,
For several centuries before the time of Christ it had been used among Greeks
to describe an assembly of the whole body of citizens who met together to
elect magistrates, to confirm political decisions, and to hear appeals arising
from judicial decisions. Any responsible assembly called together by political
authorities to do business was considered an ekklesia (Zikmund 34).
Moreover, the concept is used in Acts 19:39, 41 in the context of Paul’s stay in
Ephesus and the provocation of the silversmiths of the city. “If there is anything
further you want to know, it must be settled in the regular assembly…When he had
said this, he dismissed the assembly” (Acts 19:39-41). As Banks pointed out the first
assembly is the “lawful and regular ekklesia where such matters were decided” and
the second mention is about the “unconstitutional and near riotous ekklesia now in
session” (Banks, Paul’s Idea of Community 27). As Boers noted “the same word that
the New Testament uses for ‘church,’ thus showing the influence of a contemporary
political arrangement on the church’s self-perception” (Boers 145).
Clarke enumerates five contexts where this kind of an association of people
led the society. First, the Graeco-Roman city with its popular civic assembly
(practiced a form of oligarchy in the first century based on personal status
and honor. Second, in Roman colonies and cities civic magistrates and other leading
officials were elected on the basis of their status and wealth. Third, Graeco-Roman
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voluntary associations adopted and operated a hierarchy of officials and a system of
appointment that was remarkably similar to the patterns practiced at the civic level.
Fourth, the Roman family gave great authority to the head of the household
(paterfamilias) and had clear codes of dutiful respect and honor. Fifth, Jewish
synagogues adopted wider cultural values on the basis of honor and respect in line
with Graeco-Roman context (Clarke, Serve the Community of the Church, Loc
Chapter 7, 1184-1195).
The church lived and worked in this culture and many of the cultural aspect
might have assimilated into the Christian Church. As Clarke observed
The New Testament text reveals that there were also elements of GraecoRoman culture or principles of leadership which were assimilated by some
Christians into the new Christian context. In some cases, however, these
practices were at odds with the expectations of the Christian gospel; and we
are aware of them only through the corrective statements of New Testament
writers (Clarke, Serve the community of the Church, Loc Chapter 7, 1228).
Therefore, “Paul’s churches were to be countercultural examples that raised
provocative questions” (Boers 146). At the same time it is important to note that,
“from earliest times, the widely adopted designation of the Christian communities was
that of ‘church’ (ekklesiarather than ‘synagogue’” (Clarke, Serve the Community of
the Church, Loc Chapter 7, 1257). They have used this word because “it appears in
the Septuagint as a designation of the assembly of the people of God, and, …widely
used in Graeco-Roman society, descriptive of the civic popular assembly” (Clarke,
Serve the Community of the Church, Loc Chapter 7, 1265). Therefore, it may be with
an alternative understanding of the concept the leadership of Christian ekklesia
functioned.
However, in the beginning the Christians were considered as one of the
associations in the Graeco-Roman society. In seeking advice from emperor Trajan
about how he should deal with the Christians in his province Pliny wrote, “[T]here
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have been some of this mad sect whom I took notice of in particular as Roman
citizens, that they might be sent to the city…I discovered no more than that they were
addicted to a bad and to an extravagant superstition.” (Primary Sources - Letters Of
Pliny The Younger And The Emperor Trajan) describes their religious worship and
common meal in ways which suggest strong affinities with the social and religious
activities characteristic of life in the private voluntary association. (Clarke, Serve the
Community of the Church, Loc Chapter 7, 1278) But Fiorenza Elisabeth Schüssler
argues that,
While some of the religious clubs and associations admitted slaves, members
of the lower classes, and women indiscriminately, others were reserved
specifically to persons of high status…On the whole, their social structures
were socially less diversified and more homogeneous than those of the
Christian groups (Schüssler 180).
In the process of understanding the organizational culture of the early church
Schüssler argues that “[t]hose who joined the Christian house church joined it as an
association of equals” ( Schüssler 181). In this way the organizational culture of the
church developed into more egalitarian organization and challenged the class system
that existed in the Roman culture. The Pauline texts demonstrated this changed
understanding of leadership in the context of a society that relied on concepts like
status, prestige and privilege. It will be appropriate to look at the metaphors like
‘body’ and ‘household’ to understand organizational culture Paul envisaged in the
ecclesiastical life of the early church.
Ekklesia as Body of Christ
Paul’s Christian witness was in the confluence of three cultural orientations
such as Jewish, Hellenistic Greek and Roman. As a Jew he related with other cultures
in the Graeco-Roman world. In the process he used metaphor to communicate the
message. The metaphor of the body is a dominant image in Paul’s writings and
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clearly characterizes the heart of early Pauline ecclesiology. Roger Gehring argues
that this metaphor brought “a new ecclesiological accent in the history of
Christianity…and it can be seen as the central idea of Pauline ecclesiology” (Gehring
162). Paul took his metaphors from the cultures of which he was a part.
In 1 Corinthian 12: 12-27 Paul uses the body metaphor to describe the church.
The word soma(body) occurs 56 times in 1 and 2 Corinthians, whereas it appears
only in 18 instances in other generally accepted letters of Paul (Kittel et al. 1063).
Here Paul adopts the metaphor of body “from antiquity and applies to the Corinthian
situation” (Fee 600). The argument is in three parts (vv. 12-14, 15-20, 21-27). The
first part is the basic presupposition of the imagery and its urgency as “the body is one
and has many members” (NRSV, 1 Cor12:12). This is followed by two-fold
elaboration of the metaphor emphasizing diversity and unity (vv. 15-20) The third
section deals with the nature of church as the “body of Christ” (v.27). For Zikmund,
“[i]t is a way of highlighting how the church is more than any human club or
organization. It is an organic metaphor that describes the church in the world”
(Zikmund 44). Therefore, the organizational culture of the early church proposes an
alternative understanding of ekklesia.
The ‘Body’ Concept in 1 Corinthians
There have been many suggestions regarding the possible source of Paul’s idea
of body.5 Paul lived in a Hellenistic atmosphere and Homer, Plato, Aristotle, and
Stoics used this concept in their writings (Schweizer, The Church as the Body of
Christ). More importantly while analyzing the influence of Asclepius cult, David J.

5

Greek, Jew and Corinthians cultures have understood body differently. It is also suggested
that Paul’s idea of “Body of Christ” emanated from “Gnostic concept of primal person, whose body
was conceived of as cosmic” and Asclepius temple cult etc. (Fung 77)
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Williams in his work Paul’s Metaphors their Context and Character analyzed the
body metaphor within its cultural milieu.
The excavation of the Asclepeion at Corinth (the temple of Asclepius the god
of healing) yielded an enormous number of terra-cotta votive offerings head,
hands and feet, arms and legs…Paul himself may sometimes have gone there,
and his observation of these offerings, against the background of his
undoubted awareness of the philosophers’ predilection to the likening the
universe to the human frame, may have contributed to the formation of his
concept of the church as a body especially as expressed in 1 Cor. 12 (Williams
89).
In Graeco-Roman world the term ‘body’ appears in Homer’s writing where it
designates a corpse of human or animal. Plato considered the body as a prison to
which the human is condemned, and death as the liberation from the body. (Schweizer
10) The Stoic philosophers distinguished between “(a) a body that is physically one,
like an animal, (b) a body consisting of coherent things, like a ship or a house, and (c)
a body of separated unities, such as an army, a people, or an ecclesia, meaning in
general “public meeting” but to a Christian “the church” (Schweizer, The Church as
the Body of Christ 13). Therefore, the Greeks would have easily understood the
phrase “a body of believers” due to the prevalence of the concept of ‘ekklesia’ the
term designating the Church. Stoics also “conceived the entire world as an organism”
where “the true man [sic] was instructed to regard himself [sic] as a member of the
universe, cooperating with his [sic] fellows” (Moffatt 186). Banks while analyzing the
concept of body in Stoic literature observed that,
In Stoic literature prior to the NT, we do find the cosmos (including humanity)
depicted as the body of the divine world-soul and society as a body in which
each member has a different part to play. But Paul refuses to portray the
universe as Chris’s body and rejects any idea of a member’s wider society
having priority over the Christian community. Individual and community are
equally objects of his concern; neither is given priority over the other (qtd. in
Banks, Paul’s Idea of Community,66).
So Paul is talking about an exclusive community “within the larger community”
unlike the Stoic concept where emperor as the ‘soul’ of the republic and the latter as
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his ‘body’. As Banks observed, “[o]ne can be an individual only in a community and
community can function properly only when individuals are playing their distinctive
roles within it (Banks, Paul’s Idea of Community, 66). This alternative understanding
of body concept to understand ekklesia is the contribution of Paul in the GraecoRoman context.
Witherington analyzing this text observed that, “Paul, unlike the Stoic or
Seneca, uses the body imagery to speak not of a natural unity of all humans or of the
republic, but of a community that is a supernaturally created unity with diversity, the
product of God’s creative Spirit” (Witherington 261). In 1 Cor. 12: 14-20 Paul talks
about the corporal understanding of the body.
Indeed, the body does not consist of one member but of many. If the foot
would say, “Because I am not a hand, I do not belong to the body,” that would
not make it any less a part of the body…But as it is, God arranged the
members in the body, each one of them, as he chose. If all were a single
member, where would the body be? As it is, there are many members, yet one
body (NRSV, 1 Cor. 12:14-20).
While commenting on the statement “But as it is, God arranged the members in the
body (v.18), Archibald Robertson and Alfred Plummer pointed out that “God made
unity, but not uniformity; He did not level all down to monotonous similarity”
(Robertson and Plummer 274). Therefore, Paul’s understanding of ekklesia as Richard
A. Horsley perceives it, is an “alternative to the imperial society” (Horsley 230). From
all these discussions it is very clear that Paul in his ministry is adopting an alternative
approach to organization of the ekklesia in the given cultural context of patronage and
pyramidal hierarchical organization of Roman empire.
Organizational Culture of Ekklesia
According to Clarke “there are two principal, but counterposed, elements to
reconstructions of models of New Testament church order: on the one hand, Paul’s
use of the metaphor of the body; and, on the other hand, a structured organization,
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marked by an established hierarchy of church office” (Clarke, A Pauline Theology of
Church Leadership. 133). As the body metaphor projects the functional aspect of the
church organization rather than any church offices and positions. As Jonathan
observed, “the church is the one body, and there is one Spirit, one purpose, different
functions with one goal” (Jonathan 52). But at the same time the diversity of the
members in the body are emphasized in the constitution of the church.
Paul lays down a very pragmatic understanding of the church through the
‘Body’ metaphor as Paul Sevier Minear pointed out, “[t]he one body means absolute
solidarity in suffering and glory. The image of the body articulated the reality of unity
in the plurality of suffering and glory, and attributed both unity and plurality to the
service of Jesus, the work of God, and the gift of the Spirit in the new age” (Minear
192-193). Therefore, unlike the imperial society, Paul was working towards a new
alternative society.
Horsley enumerates some of the alternative characteristics of the early
Christian community in the context of social relationship, autonomy in administration,
religious and political stand, economic policies and relationship with other churches.
First the churches were a “number of small assemblies based on households…a
nascent social movement comprised of a network of cells based in Corinth but
spreading more widely into the province of Achaia.” Second the administrative
system based on autonomy “in complete independence of the world” but with a view
to bring people into the community” (Horsley 231). As Paul says “I wrote to you in
my letter not to associate with sexually immoral persons—not at all meaning the
immoral of this world, or the greedy and robbers, or idolaters, since you would then
need to go out of the world” (1 Cor. 5:9-10). Paul is suggesting the church to
“maintain ethical purity and group discipline in stark opposition to the injustice of the
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dominant society but…handle its own disputes in absolute independence of the
established courts” (Horsley 231).
Third for Paul the sharing of food offered to idols was “not an issue of ethics,
but of the integrity and survival of the Corinthians’ assembly as an exclusive
alternative community to the dominant society and its social networks.” In this
understanding of the community, Paul is “insisting on political-religious solidarity
over against the dominant society which was constituted precisely in such banquets or
‘fellowship/sharing’ with gods” (1 Cor. 10:14-22) (Horsley 234). Fourth the economic
relations of the Pauline ekklesia functioned “dramatically different from those in
Roman imperial society.” By refusing to accept the “patronage system” and “working
with his own hands,” “Paul’s personal concern was surely to avoid becoming a ‘house
apostle’ to some Corinthian patron. But his larger concern may have been to prevent
the assembly he was attempting to ‘build up’ from replicating the controlling and
exploitative power relations of the dominant society” (Horsley 235-236). Fifth, Paul
introduced a unique way of collecting money for the poor among the saints in
Jerusalem (1 Cor. 16:1-6). It “indicate[s] that the network of assemblies had an
‘international’ political-economic dimension diametrically opposed to the tributary
political economy of the empire” (Horsley 236). These are some of the organizational
cultural changes Paul envisaged in the growing ekklesia movement throughout the
Roman empire. Which “indicates how Paul is attempting to ‘build up’ his assemblies
as independent communities over against the dominant society” (Horsley 237). The
envisioning of the alternative community for the growing church planting movement
crystalized into a clan culture where loyalty, and commitment to the Christian faith
became the glue that held the organization together.
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Ekklesia and Household
Private dwellings were the first centers of church life. As Jerome MurphyO’Connor observed, “Christianity in the first century A.D., and for long afterward,
did not have the status of a recognized religion, so there was no question of a public
meeting place, such as the Jewish synagogue” (Murphy-O’Connor 130). According to
Schüssler, “[t]hose who joined the Christian house church joined it as an association
of equals” ( Schüssler 181). In the reality of the church context of the time this
argument need more clarification.
As Clarke pointed out, “[t]he household was also both a model and a metaphor
which the early Christians found useful in their attempts not only at self-definition
and community organization, but also at describing their relationship with their God”
(Clarke, Serve the Community of the Church Loc, Chapter 5, 704). As J. S. Jeffers
noted many of the early Christians in Rome would have been, “first-generation
believers who were raised in pagan homes. Others were slaves in pagan households.
Still others were Jewish converts who brought with them Jewish family concepts,
influenced by Hellenistic and Roman beliefs” (Jeffers 150). The Christian homes
which first hosted gatherings of the church provided both a location and a social
context for these communities. In this light Clarke argues that, “[g]iven this social
context, it is not unreasonable that there would have been considerable pressures and
tensions on families where Christianity introduced a different set of values to those
more commonly adopted in the surrounding cultures” (Clarke, Serve the Community
of the Church, Loc Chapter 7, 1356) This change in organizational culture is outlined
by Paul in the household codes.
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Organizational Culture and Household Codes
In Ephesians and Colossians household codes exhibit the household
relationships which are formalized in a society where all authority is structured. It is
generally agreed that the following passages constitute the New Testament
Haustafeln6 Ephesians 5:21-6:19; Colossians 3:18-4:1; 1 Peter 2:17-3:9; 1 Timothy
2:8-15, 6:1-10; and Titus 2:1-10. The form usually addresses three key pairs in the
household-husband and wife, parents and children, master and slave—and describes
how then relationships properly functions. Dudrey analyzing the household code in
Ephesians, referring to Aristotle7 observed that,
[T]he male is by nature superior, and the female inferior; and the one rules,
and the other is ruled; this principle of necessity extends to all mankind…Of
household management we have seen that there are three parts-one is the rule
of a master over slave… another of a father, and the third of a husband. A
husband and father rules over wife and children, both free, but the rule differs,
the rule over his children being a royal, over his wife a constitutional rule (qt.
in Dudrey 27-28).
This threefold division “husband and wives, fathers and children, masters and slavesformed the genre of the Haustafeln” in Graeco-Roman world (Dudrey 28).
However, the author of Ephesians brought an alternative understanding of this
organizational culture in understanding the structure of ekklesia. According to Lisa
Marie Belz, “Roman world was an ordered one where relationships were arranged
hierarchically and all but the emperor were subordinate to someone else higher up the
social scale” (Belz 227). In this kind of a vertical social ranking emperor became the

6

The German word ‘Haustafeln’, denote the biblical texts that outline the duties and
responsibilities associated with the proper or ideal management of private affairs.
7
Aristotle Politics 1254b3-1277b25, excerpted in Russ Dudrey, “‘Submit Yourselves to One
Another’: A Socio--Historical Look at the Household Code of Ephesians 5:15-6:9.” Restoration
Quarterly, vol. 41, no. 1, 1999.
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head of the Roman society as a family. As Belz referring to Seneca’s De Clementia8
observed that,
By the early imperial period, Roman household came to be “viewed as the
mirror image, albeit in miniature, of the empire. Just as the emperor was the
“father of his country” and the kyrios of the basileia that comprised the entire
Roman world, so too was the paterfamilias the kyrios of his household (Belz
227).
In the Graeco-Roman world where the household was viewed as the foundation of the
state. Blach while analyzing the household code observed that, “Ephesians (5:21,2233; 6:5-8) transforms the Colossians code by specifically Christian motivation”
(Blach 319). There are four key differences according to Belz. First there is “shift
from wifely subordination to mutual subordination.” Second there is a shift in
emphasis “from slaves in Colossians to husbands in Ephesians.” Third “the analogy
between Christ as Head and Groom and the Church as Christ’s Body and Bride.” Four
“warning given to the paterfamilias, addressed in both epistles as kyrios, in regard to
his treatment of slaves” (Belz 234). The author of Ephesians provides an alternative
understanding of household code where “in the basileia of Christ to which they now
belong by virtue of their baptism, social status and rank are unimportant” (Belz 246).
In organizational culture this concept is an important aspect where equality and unity
is promoted in considering the value of each individual.
In the context where the emperor came to be viewed as a father and the state as
his household, the Epistle of Ephesians household code employs a Christological
model. “For the husband is the head of the wife just as Christ is the head of the
church, the body of which he is the Savior. Just as the church is subject to Christ, so
also wives ought to be, in everything to their husbands” (Eph. 5:23-24).

8

De Clementia is a two volume hortatory essay written in 55-56 CE by Seneca the Younger, a
Roman Stoic philosopher, to the emperor Nero in the first five years of his reign. It is an instructional
contrast between the good ruler and the tyrant, and an evaluation of the relationship between ruler and
subject (“De Clementia”)
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Commenting on this concept Blach observed, the church is “subject” to its “head,”
Christ, who “loves it” (Blach 319). Therefore, it is relevant to see the ekklesia as the
family of Christ growing out of the Roman society as the family of God. Stephen C.
Barton putting household rules in a theological ecclesial framework asks,
What is the fundamental subject-matter of these rules? Could it be that the
essential issue is not the laying down of a divinely-ordained pattern of
hierarchical family relations (including slaves) under male “headship,” but
something to do with the relationship between church and culturespecifically, with how as families (or households) to be the church, how the
already-given structures of personal and social existence are to be renewed in
the light of membership in the Body of Christ? (Barton 140).
The religio-cultural situation in Ephesus was determined by local cults, mystery
religions, and as the church began to grow in this background as Gerd Theissen
observed, “the Christians formed a deviant minority in their society” (Theissen 73).
The organizational culture this “deviant minority” introduced in a society where the
household head had absolute power over the subordinated represented a liberating
tendency.
Christ as the Head of Ekklesia
The organizational culture of the early Christians developed in the context of
Roman emperor cult with its variety of practices. Geza Alfoldy while analyzing the
Roman social composition noted two strata of society such as “lower strata” and
“upper strata.” The lower strata were divided vertically among the city-dwellers and
country-dwellers. Elaborating the division Alfoldy observed, “[F]irst there was the
obvious division between the plebs urbana and the plebs rustica, founded upon their
differences in place of habitation, occupation, economic activity, lifestyle,
opportunities for advancement, culture, traditions and customs” (Alföldy 133).
Second “[T]he rich freedmen and members of the familia Caesaris were…accounted
members of the upper strata” (Alföldy 147) While analyzing Alfoldy’s scheme of
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Roman society Theissen observed about the Christian minority that, “[e]arly
Christianity was located in the plebs urbana, but attracted also a small minority of
people at the periphery of the local upper class” (Theissen 73). Based on this scheme
Theissen pictured the family of God (familia dei) growing out of the family of Caesar
(familia Caesaris) with the headship of Christ in the Graeco-Roman society (Theissen
74). The emperor came to be viewed as a father and the state as his household. In this
context Paul is portraying a church which is affiliated to the headship of Christ. So the
intention of the New Testament household code will have to be based on New
Testament usage and some broader conclusions about the culture of that day.
From these discussions it can be also be suggested that the authors’ use of the
Christian household code reflects the sensitivity to wider social expectations. As
Andrew T. Lincoln pointed out, “this household code challenges the Graeco-Roman
notion of household management as a constituent part of the state, replacing the
rationale of loyalty to the state with that of submission to Christ” (Lincoln 139). This
organizational cultural understanding of household as the model of ekklesia can
explain organizational formation and emergence of leadership structures in Pauline
congregations. So Paul in his church administration adopts an oikos9 model rather
than the Jewish synagogue model.
Oikos as Model of Church Organization
The Christian homes which first hosted gatherings of the church provided both
a location and a social context for Christian communities in Graeco-Roman world.
Gehring while analyzing the importance of household structures in early Christianity
noted,
It appears that the comparison with the ancient oikos…ought to be quite
fruitful in shedding light on early Christian organizational forms…from the
9

oikos means “house,” “dwelling” (Kittel et al., 119).
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primitive church in Jerusalem to the Pauline churches and beyond, the ancient
household, or rather the householder, provided early Christians with a meeting
place and patronage support (Gehring 193).
Moreover, the extended family was often the core of the congregation and for Gehring
the ancient household became the matrix of the new Christian community. The
meeting in “oikos not only consisted of physical space but also was a clearly defined
social environment.” This context influenced the organizational form and leadership
structures of the ekklesia. Referring to W. Rordorf, Gehring observed that, “the local
Christian church’s structure, which grew out of its external household setting, also
significantly determined its inner life and organization”(Rordorf 77). Therefore, it is
appropriate to say that the early church adopted the oikos model of functioning
because it existed in the Graeco-Roman world, and Paul gave an alternative
understanding to the concept. The churches in the early days gathered primarily in
private homes and the housefather made his home available to meet the needs of the
congregation. William Lane, noted that,
[T]he host who possessed the resources and initiative to invite the church into
his or her home assumed major leadership responsibilities…These included
important administrative tasks, such as the provision of the common meals of
the community, the extension of hospitality to traveling missionaries and other
Christians, the representation of the community outside the domestic setting,
in addition to pastoral oversight and governance (Lane 211-12).
The householder who provided for the house churches became the leader, “because
the first Christians met in private homes, house church leaders provided by the
structure of the ancient oikos were available from the very beginning” (Gehring 194).
Commenting on the household code Suzanne Watts Henderson observed, “the writer
here both adopts the prevailing cultural views about household structure and adapts
their practice in light of the ‘new life in Christ’” (Henderson 429). In this way the
organizational culture of the early church developed, and in the house churches a
leadership style emerged on the basis of the oikos model. The Christian missionary
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movement thus provided an alternative vision and praxis to that of the dominant
society and religion.
Theological Foundations of Organization
In any organization the culture emerged according to the organizational
orientation of the particular organization. Olan Hendrix in his work Management and
the Christian Worker enumerates three basic types of organizational orientations. First
he talks about “task” orientation by which “primarily concerned with the performance
and activity of the moment.” Second is about “control” orientation. Which is
concerned with “government, authority and decisions… it does not make any
difference whether we accomplish anything or not, but let us make sure that we do it
right.” Third is of “goal” orientation. It is “utterly obsessed with definitive objectives
and causes everything else to be subservient to that objective” (Hendrix 31-32). The
way of life in an organization is oriented according to this framework, and each
organization will have its own particular aspect which holds it together. For a
Christian organization the “glue” that holds it together is the theological underpinning
of the organization.
Theology of organization starts from God. God intended the organization of
human beings from creation. Then God said, “Let us make humankind in our
image…” (Gen 1:26). This image of God is imparted to the creation of humankind
and can be considered as the theological foundation for the organization of human
beings. As God created men and women to live together in fellowship, God’s image is
reflected in their life and work. “Then the LORD God said, “It is not good that the
man should be alone; I will make him a helper as his partner” (Gen 2:18). God
imparted the organizational culture based on interpersonal relationship and fellowship
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with one another in the human community. The image of God and human nature are
the two sides of the theology of organization.
Image of God and Organization of Human beings
God existed in divine community. The church has historically described God
as Trinity10, three persons in one. Leonardo Boff in his work Holy Trinity, Perfect
Community says, “If God means three divine Persons in eternal communion among
themselves, then we must conclude that we also, sons and daughters, are called to
communion. We are image and likeness of the Trinity. Hence, we are community
beings” (Boff 2). The perfect communion and communication between the Father, the
Son, and the Holy Spirit is explained by Athanasius while arguing against Arian
charges that the Son is a creature. Referring to this aspect, Kärkkäinen in his work
The Trinity Global Perspective noted that “One way to express this mutuality…is to
use the ancient term perichoresis11 (literally, dancing around)” (Kärkkäinen 35)
Further explaining this term in light of Jürgen Moltmann, he explained the “union of
the Father, the Son and the Spirit…lies in their fellowship”(Moltmann 95). The
underlining factors of the unity of God is found in the perfect fellowship of Trinity.
Moreover, Leonardo Boff delineates the communion of the Trinity as follows,
God the Father, Son, and Holy Spirit in reciprocal communion. They coexist
from all eternity; none is before or after, or superior or inferior, to the other.
Each Person enwraps the others; all permeate one another and live in one
another. This is the reality of Trinitarian communion…The divine unity is
communitarian because each Person is in communion with the other two(Boff,
Holy Trinity, perfect community 3).

10

The attempt of the researcher is not to prove and verify the Trinitarian concept of Christian
doctrine but to elucidate the relevance of the concept in understanding human organization from a
theological perspective. The motivation to this study is from one of the power point presentation posted
in the online class room of Doctor of Ministry Preaching and Leading cohort 2015, “Towards a
Theology of Organization” by Dr. Thomas Tumblin. Using it with due permission.
11
It is a “Greek expression, literally meaning that a Person contains the other two (in a static
sense) or that each of the Persons interpenetrates the others mutually (active sense); the adjective
perichoretic is intended to designate the communion nature in effect among the divine Persons” (Boff,
Holy Trinity, Perfect Community, 123).
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Therefore, communion is the essence of Trinity and the way of being. This life is
imparted to human beings as they are created in the image of God. The human
community existed in communion with the Triune God. This Trinity is having
fellowship with human as the “LORD God walking in the garden at the time of the
evening breeze…” (Gen 3:8). So for Icenogle “The foundational theological
community is man, woman and God together. The complete primal human
community is man, woman and God together in the midst of all living and earthly
things on the “sixth day” (Icenogle 22). This is the prototype of human organization
which shepherded the creation of God with accountability and responsibility.
Therefore, the image of God is revealed when the humanity may manage and organize
the “earth-ruling” responsibility “within the mutuality and interdependence with God
and among multiple human beings” (Icenogle 23). The stewardship of creation in this
sense demands organization and the organizational culture is based on the communion
between God and human being. The nature of God as Trinity is the foundational
aspect of human organizational Culture.
Trinity as Foundation of Organizational Culture
The fellowship of God within and with humanity is understood in terms of
communion and communication. Human organization is characterized by hierarchy.
As L. E. Sandelands observed, “the authority hierarchy is part of every human culture,
tribe, society, organization, and group known to history” (Sandelands 170). However,
the perfect relation among the Trinity and unity is exhibited in the perfect love. Mark
Shaw analyzed the interpersonal relationship of Trinity in his work Doing Theology
with Huck and Jim observed four characteristics that define the relationship between
Father, Son and Holy Spirit: “(1) full equality, (2) glad submission, (3) joyful
intimacy, and (4) mutual deference”(Shaw 62). In understanding the theological
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foundation of organizational culture these characteristics have significant
implications. As Seamands noted, “Our diversity in unity mirrors the diversity in
unity of the Trinity. Equality, intimacy, submission and deference ought to
characterize relationships in the Christian community as well” (Seamands, Loc
Chapter 2, 340). This could be taken as a paradigm to analyze the organizational
culture in Christian organizations in Indian cultural contexts.
The organizational culture is “a socially constructed attribute of organizations
that serves as the social glue binding an organization together” (Cameron and Quinn,
Loc Chapter 1, Loc 504). Any organization has a culture based on the core values by
which it is functioning. Cameron and Quinn identify four cultural traits in assessing
the organizational culture. They are, “clan, adhocracy, market, and hierarchy.” They
“identify each quadrant as a cultural type. That is, each quadrant represents basic
assumptions, orientations, and values-the same elements that comprise an
organizational culture” (Cameron and Quinn, Loc, Chapter 3, 782-791). The
theological framework of the organizational culture can be analyzed from the
perspective of the characteristics of the Trinity mentioned above.
In this process it is important to look in to the development of organizational
culture in the context of Indian socio-cultural and historical backgrounds. The various
theories, schools and concepts of organization need be analyzed to bring clarity into
the subject of culture and job satisfaction in organizations. The research themes are
evolved in the framework of biblical, theological and Indian socio-cultural and
historical contexts.
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Historical and Socio-Cultural Foundations of Organization in India:
An Overview
Humankind survived through organization. These organizations were created
by humans to serve their needs. The organizations traced their origins to the need, as
old as human history. They banded together and coordinated their activities in order to
get a job done. The first human societies were organized to the extent that they
“included leaders and followers…and the work was divided among their members”
(Steinberg 8). For Rafael Steinberg, “they not only hunted or gathered roots together,
they lived together, shared good times and learned, knew each other’s parents,
children and siblings (Steinberg 9). Therefore, it was an organization based on
relationships.
The ancient organizations developed in fertile river valleys and along the flood
plains which favored the development of agriculture. Steinberg proposed a
“hydraulic” origin of civilization and organization. As people try to control the
mighty rivers like Tigris and Euphrates, the Nile, the Indus and the Yellow rivers by
building dykes and canals for agriculture, they organized themselves and the leaders
mobilized the labor of thousands of people “under the direction of a central authority”
(Steinberg 9). So, the effective irrigation led to greater wealth and power—and greater
authority to organize and command. This eventually led to the civilization itself. In
this regard John King Fairbank, observed, the ancient societies of Mesopotamia,
Egypt, India and China, were all organized under centralized “monolithic
governments in which bureaucracy was dominant in almost all aspects of large-scale
activity…The institution of compulsory corvee labor by the people at the behest of the
government became well established and made possible the enormous public works
which still amaze us, like the Great Wall or the Grand Canal” (Fairbank 28-29). The
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development of writing helped the formation of complex organizations where
memories of organizations were kept for the coming generations. Thus the people
who had “learned to read and write, quickly proved their importance to the
organization and became valued and powerful figures. (Steinberg 13) Therefore it was
evident that human organizations were born out of need for controlling water
resources, agriculture and invention of writing.
Indus valley civilization developed along with the river Indus and it
contributed to the socio-political and economic development of the region. The study
of organization is an unfolding story of the nature of work, the nature of human
beings and the functioning of organizations. It is necessary to study the past to
illuminate the present.
Indus Civilization and Social Organization
The mastery of agriculture and management of domesticated animals was one
of the great revolutions in human history. As Gregory L. Possehl pointed out “[i]t is
apparent that pastoralism emerged as an adaptation at the very beginning of the foodproducing era in South Asia” (Possehl 35). The analysis of Indus civilization led to a
few important ideologies which were defining the civilization. This civilization
flourished from about 2500B.C to 1500 B.C. The civilization was spread over an area
of more than “one million square kilometers, extending on the western side up to the
Iran-Baluchistan borders, on the north to foothills of Pir Panjal Range, not far from
Jammu, on the east up to Alamgipur, on the banks of Yamuna’s tributary, and in the
south it included Kutch and Saurashtra” (Desai 41). According to Possehl, the
organizational life of Indus people was based on ideological aspects such as “new
sociocultural order, urbanization and city life, the physical and symbolic aspects of
water and promotion of technological prowess and innovation (Possehl 55). The
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civilization and social organization of the Indus people developed along the plains of
Indus river.
The evidence of the organizational culture is the artifacts excavated from the
sites of the early civilization. Even though they have imbibed some of the food
production like barley and wheat farming and cattle rearing from their predecessors of
Early Harappan-Mature Harappan age, the age was marked by the development of
new technology and “original creativity” (Possehl 56). Pottery is found in very large
quantities at all ancient sites and may well be regarded as the index to the economic
and artistic standards of the population. Moreover, the Indus people were literate and
the civilization represented a “perfect Bronze age” (Lal 17). Analyzing the historical
past of Indian society Romila Thapar observed that, “Historical consciousness begins
when a society shows consciousness of both past and future, and does so by starting to
record the past” (Thapar, The Past before Us 4). The organizational history in India
also imprinted in the historical records of the past. The reading and writing is attested
by the inscriptions and the “script seemingly pictographic and having 400 signs” (Lal
16). All these point towards the fact of an organized community life and the “Indus
population…was a cosmopolitan one” (Lal 17). In this context of complex society
Possehl observed that,
Ancient Egypt and Mesopotamia were more exclusionary than corporate. The
Indus Civilization was more corporate than exclusionary. The people of the
Indus Civilization formed more of a heterarchy than they were a
hierarchy…ruled by a series of “councils” or gatherings of leaders, rather than
a king (Possehl 57).
So from the beginning the heterarchical structure of social division emerged in the
society. In this process, because of the absence of a strong centralized religion and
religious monuments, the Indus ideology emerges as of prime importance. The
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ideology, like religion in the archaic state, thus emerges as the central force in Indus
social control and allegiance.
As noted earlier, water and its management played an interesting role in Indus
life. Possehl points out that the elaborate drainage systems, bathing facilities like the
“Great Bath” at Mohenjo-Daro not only inform us that washing and cleanliness were
important to these people, but it was also an “important ritual space” (Possehl 58).
Moreover, agriculture was the backbone of the Indus economy. The dry channels
occurring close to the sites show that “in ancient times the Indus, Ravi, Ghaggar,
Satluj, and Bhogavo flowed respectively on the outskirts of Mohenjo-Daro, Harappa,
Kalibangan, Ropar and Lothal…adequate water supply which, coupled with a rich
alluvial soil, produced crops of wheat and barley, besides bananas, melons, and peas”
(Lal 17). So agriculture and related trade became one of the central aspect of the
organization of the society in Indus civilization.
Indian Tradition and Organizational Theories
The historical link between the Indus Civilization and later Indian civilization
need to be analyzed for a better understanding. As Thapar observed, “the social
institutions from the past were believed to persist virtually unchanged into the present
and made it legitimate for those studying contemporary Indian society to concern
themselves with the texts of earlier periods” (Thapar, History and Beyond 23). The
Great Bath as Possehl pointed out “was important ritual space, one that seems to have
been reserved for the elites of the city, possibly the elites of the entire Indus world”
(Possehl 58). The division of society into classes which in India crystallized into a
four-caste system12 evolved during the time. As Lal observed, “[n]ew developments

12

According to traditional Hindu thought, each individual is composed of four divisions: first
the organs of work, as hands and feet; second, the organs of sense, third, the manas or mind which
governs these organs, and the fourth is budhi or intellect which deals with supra-sensuous things.”
According to this scheme, the society also was divided. The sudras correspond to the bodily sheath
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in religion which eventually evolved into the later Hinduism, which contrast in many
ways with the Vedic religion, also had their first beginnings in this period” (Lal 29).
The emergence of religious organization caused the division of society into classes
and developed into social organizations.
T. Burrow analyzing the earlier Vedic civilization concluded that, “[t]he
Aryans, whose presence in north-western India is documented by the Rigveda, had
reached the territory they then occupied through a migration, or rather, a succession of
migrations, from outside the Indian subcontinent” (Burrow 20). They were highly
conscious of their ethnic unity, based on common language, common religion, and a
common way of life. He noted that the earlier inhabitance of Indus valley “were partly
absorbed into the Aryan community in the capacity of Sudras, and partly they
withdrew to regions temporarily out of the reach of the Aryans” (Burrow 26). They
came in large numbers and retained their identity and maintained their culture. Thus
the colonization and conquest gradually overthrew the Indus civilization and Aryan
culture emerged in the subcontinent.
During the Brahmana13 period the “Aryans maintained in essentials their
ethnic identity and their Vedic culture…and strengthened their organization” (Burrow
28). This time the ritual was enormously developed and state organization was
stabilized. The political units became larger and the state began to replace the tribe.
As Burrow observed “[t]he great increase in the complexity of the caste system which

because they earn their living by manual abor and service. The vaisyas, or merchants, are identified
with the sheath of breath “because society survives by the transactions of buying and selling.” The
kshatriyas, or rulers, correspond to the sheath of sensation because “just as the faculty of sensation
controls the sense organs, so the kshatriyas control the citizenry.” The Brahmins correspond to the
sheath of consciousness or mind, since their duty is primarily study and directing the minds of their
disciples to “uncover the inner vision, and direct the mind’s construct towards the One” (Tennent, 311312).
13
The Brahmanas are the oldest Indian Sanskrit prose texts, usually dated from the first half
or the middle of the last millennium BCE. The word Brahmana means a statement on brahman, that is,
on the cosmic importance or meaning of the Vedic sacrificial ritual. Brhamana then becomes the
generic term applied to such collections of statements or commentaries (Heesterman 296).
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characterizes later Hindu civilization was also stimulated at this time” (Burrow 29).
The caste system is the foundation of social organization in India for that matter any
organization. There are different approaches and theories concerning the origin of
caste system in India. Some of them are as follows.
Racial Theory
L.I. Bhushan and Renu Bala Sinha propose that, cast system was raised after
the emigration of Indo-Aryans from Persia where society was divided into four
classes: priest, warriors, cultivators and artisans (Bhushan and Sinha 9). Bhupen
Chaudhary while explaining Senart’s Theory about the origin of the caste system
observed, “caste is the normal development of ancient Aryan institutions, which
assumed a peculiar form because of the peculiar conditions in India” (Chaudhary 13).
He relates the historical origin of cate system to the “Indo-Iranian period of history”
as the fourfold division of society according to the Avestan Persia. Thus in ancient
Persia, “there were the Atharvas (priests), Rathaesthas (warriors), Vastriya Fshuyants
(cultivators), and Huitis (artisans)” (Chaudhary 13). They maintained that class
division even after coming to India to keep their superiority forever.
This racial theory postulate caste system took its birth after the arrival of
Aryans in India. In order to maintain their separate existence, the “Indo-Aryans used
for certain groups and orders of people the favourite word varna, colour” (Vidya
Bhushan and Sachdeva 230). In order to organize the society into classes they spoke
of the dasa varna14, or more properly the Dasa people. In Sanskrit Dasa means slave,
servant, captured. Regarding the coming of Aryans Azariah observed, “The Dasyus
were the natives of the soil whose towns and fortresses were captured and properties
seized by the aggressive Aryans and who were gradually being pushed away from the

14

Meaning slaves or People of the land.
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country…they were a different race of men [sic] evidently natives of the soil, as the
Aryans have been shown to come to India from outside” (Azariah 89). In this way the
two Varnas emerged as Arya Varna and Dasa Varna. Later from these two castes the
other castes and many sub-castes emerged. The Varna system is the basis of the social
organization in the Indian context.
Tribal and Religious Theory
According to this theory social stratification originated on account of religious
principles and customs (Vidya Bhushan and Sachdeva 230). The whole caste system
originated on the basis of rituals. Religious principals and customs are two key figures
for this religious theory. In ancient India, religion had a prominent place. The king
was considered as the incarnation of god. The priests and the kings divided different
duties to various functional groups. But Senart tried to explain the origin of the caste
system on the basis of prohibitions for sacramental food. He says that on the basis of
different family duties, there grew up certain prohibitions regarding sacramental food.
The followers of one particular deity considered themselves as the descendants of the
same ancestor, and offered special kinds of food to their deity. Those who believed in
the same deity considered themselves as different from those who believed in some
other deity (Vidya Bhushan and Sachdeva 231). This theory of emergence of caste
system based on purity pollution laws about food is an important aspect of social
organization in India today.
Occupational Theory
This theory proposes that the origin of the caste system can be found in the
various occupations of people. Those professions that were regarded as better and
respectable made the persons who performed them superior to those who were
engaged in dirty or disrespectful professions. Nesfield in his work Brief View of the
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Caste System regards occupation as the exclusive basis of caste distinction.
Considering the various aspects evolution of the caste system he asserted that
“Function and function alone is responsible for the origin of caste structure in India”
(Nesfield 50). With functional differentiation there came in occupational
differentiation and numerous sub-castes such as Lohar (Blacksmits), sonar
(Goldsmiths), Chamar, (leatherworkers) came into existence (Bhushan and Sachdeva
230). So according to this theory the society has been organized on the basis of the
occupation group of the people.
Evolutionary Theory
This theory postulated that, the caste system did not take place within a short
span of time. It is the result of a long process of social evolution. Bhushan and
Sachdeva enumerate a number of factors in the development of the present caste
system: An occupation of a particular family was followed generation after
generation; the Brahmins desired to keep themselves pure and not mingle with other
people; there was a lack of rigid unitary control of the state; the unwillingness of
rulers to enforce a uniform standard of law and custom; their readiness to recognize
the varying customs of different groups as valid; there were beliefs in re-incarnation
and the doctrine of Karma, ideas of exclusive family ancestor worship, and the
sacramental meal; there were also clashes of races, color prejudices and conquest;
geographical isolation of the Indian peninsula; the static nature of Hindu society;
foreign invasions; and the rural social structure (Vidya Bhushan and Sachdeva 231).
In the organization of caste system the occupational theory and evolutionary theory
are more acceptable, because “it is organic rather than artificial” (Hutton 146). As
noted the civilizations evolved around the river system and agriculture. It became the
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prime factor in the economic life of India. Along with this trade and industry also
developed. So, the division of labor became very important in the society.
The rulers based their economic policies “on the division of labor and
distinction of occupations” (Hutton 147). Therefore, these divisions in society were
sanctioned by the religion in the later periods and crystalized into caste groups. The
uniqueness of the Hindu caste system is that it alone classified some groups as
untouchable and unapproachable (Vidya Bhushan and Sachdeva 231). This age old
practice of Indian society is prevailing in subtle ways even today in the social life of
the people.
Indian Society and Organizational Culture
As discussed above the caste system in India could be a model for analyzing
organization in society. As Burrow has observed, “the Aryan civilization developed
into Hindu civilization” (Burrow 26). The Aryans retained their identity and
maintained their culture. It is said that, “[b]y the time of the Brhamanas the centre of
Aryan civilization had become the country of the Kurus and Pancalas, corresponding
roughly to modern Uttar Pradesh” (Burrow 27). There were considerable advances in
material culture and city life began again “during the period 800-550 B.C” (Burrow
28). As noted the development of the agriculture and economy “families of craftsmen
thus arose bound together by a community of interest which gave rise to a corporate
organization and formed a guild” (Hutton 147). These guilds were prototypes for the
caste in India. Enumerating the theories of the origin of caste system in India Bhushan
and Sachdeva referring to Denzil Ibbetson postulated, “caste are the modified forms
of guild” (Bhushan and Sachdeva 230). Accepting this theory, E. A. H. Blunt noted
that the origin of caste must be sought for in the peculiar circumstances of a complex
system of society—“a society of classes with a cross-division of guilds” (Blunt 323).
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These guilds were developed into strong self-governing organizations. Each guild
would thus become an endogamous caste with endogamous subcastes.
In ancient India the priests enjoyed greater prestige. They were a hereditary
and endogamous group. The other guilds also adopted the same practices and in the
course of time became castes (Bhushan and Sachdeva 230). Holding this point of
view Thapar noted that “by the end of the fourth century B.C. artisan and merchant
guilds were an established part of the urban pattern” (Thapar, “Asokan India” 40). In
the process these guilds became not only the basis for the production and distribution
of merchandise but also the financial centers of trade. Thapar continued to observe
that in the post-Gupta period, “[t]echnical knowledge was gradually relegated to the
position of a craft tradition practiced in the guilds” (Thapar, “Asokan India” 49). As
the history progressed J. B. Harrison pointed out that during the time of the
Portuguese, these guilds were organised to develop trade in the larger cities like Goa
and Cochin (Harrison 338). The occupational groups on the basis of the trade emerged
as business organizations during this period.
One of the Mughal gifts to India was in the realm of administration. They
“imported much of the Persian administrative apparatus into India and above all the
idea of ordered bureaucratic authority” (Spear 350). In the words of Percival Spear “to
create a new culture proved ‘abortive’…perhaps because it was too confined to the
aristocracy or perhaps because the middle class, which should have mediated it to
masses, was too small” (Spear 354). These observations clearly point that the
Mughals were not able to penetrate into the deep rooted caste system of Indian society
other than leaving some marks on arts and architecture and painting. “The British
period is really a carry-over or restoration of Mughal influences and institutions”
(Spear 354). British individualism has worked by example rather than precepts; it

Iype 80
promoted independence in society which is “weighted with the restrictions of caste,
the authority of parents and the joint family, and the reverence of age” (Spear 358).
The British colonizers continued the system of administration of the predecessors
with pyramid and levels of authority.
One impact of the West on India during this time has been the “steady
percolation of Western ideas and values into Indian minds by all kinds of agencies
and at all levels…working within the mind of Hinduism to produce modifications of
outlook and attitude” (Spear 363-364). Starting from the life of Ram Mohan Roy’s
activities of reformation in religious, social political and intellectual movements,
Indian nationalism emerged. Under the leadership of Mahatma Gandhi, the movement
of Independence systematically organized and finally led to the independence of
India. As J. T. F. Jordens observed, “[t]he sum total of this influence acted on the life
and ideas of the people in multiple ways, forcing them to adjust their patterns of life
to the new circumstances and thus effecting a continuum of social change” (Jordens
365). So the caste dynamics in Indian society is the prototype of any organizational
study in the socio-political context of India. From this premises the concept of
organization needs to be analyzed.
Important Elements in the Concept of Organization
The everyday life of a person is involved with some organization or other. It
would be good to look at the basic understanding of organization before analyzing the
biblical foundation of organization and job satisfaction in Christian organizations.
What are some of the basic framework of organization or “human organization.”?
Organizations are relatively new phenomena in history. Confucius and Aristotle had
insights into organization theory. As noted “The idea of organization is historically
based on the idea of natural law from the seventeenth century and made possible to
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implement by the idea of association during the nineteenth century” (Brodd 253). The
word organization derives from the Greek word organon, which means tool or
instrument. So it is described as “a tool for specific tasks”(Morgan, Images of
Organization 23). The tools and instruments are invented to promote some kind of
goal oriented activity. In the earliest understanding organizations were regarded as
machines (Handy 20). This instrumentality reflected in the “earliest formal
organizations… such as those that built the great pyramids, empires, churches,
armies”(Morgan, Images of Organization 23). As Richard V. Farace, et al. in the work
Communication and Organizing enumerated some elements of organization as
follows.
Two or more individuals; who recognize that some of their goals can be more
readily achieved through interdependent (cooperative) action, even though
disagreement (conflict) may be present; who take in materials, energy, and
information from the environment in which they exist; who develop
coordinative and control relationships to capitalize on their interdependence
while operating on these inputs; and who return the modified inputs to the
environment, in an attempt to accomplish the goals that interdependence was
meant to make possible (Farace et al. 16).
This definition of organization clarifies the constitution of human organization.
There are many important concepts in this definition such as coordination and
control and also interdependence and environment. Coordination and control in an
organization is directly proportional to the size of the organization. As size increases
longer time is required for messages and materials to move within the organization.
Growth in organizational membership poses problems like integrating new
individuals into the present organization. Another factor influencing the
organizational behavior is the interdependence. It is the “interlocked, reciprocal,
mutually influential relationships among the organization’s members” (Farace et al.
17). The interdependence occurs “when individuals realize that at least some of their
goals can be better achieved through interlocked activities, rather than solely through
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independent efforts” (Farace et al. 17). Taking this explanation as the baseline of the
understanding it is appropriate to think about what would be the parameters of the
Christian organization.
Important Schools of Organization
There are different schools of organization emerged in the past. The following
is an over view of how these theories developed in the history. There are mainly seven
schools of organizational theory developed in the course of time based on various
aspects of organization.
Task Management to Scientific Management
This school of scientific management set out to prescribe how organizations
should work. Frederick Winslow Taylor developed the theory, and other authorities
came to recognize him as the “father of Scientific Management” (Handy 21). While
studying the work of pig-iron handlers Taylor advocated some principles for work
design.
[T]he managers assume new burdens, new duties, and
responsibilities…the burden of gathering together all of the traditional
knowledge which in the past has been possessed by the workmen and
then of classifying, tabulating, and reducing this knowledge to rules,
laws, and formulae which are immensely helpful to the workmen in
doing their daily work (Taylor, The Principles of Scientific Management
24)
Shift all responsibility for the organization of work from the worker to the manager.
For Taylor, under scientific management “[t]he work of every workman is fully
planned out by the management at least one day in advance…as well as the means to
be used in doing the work” (Taylor, The Principles of Scientific Management 26).
Amassing knowledge about the way work has been done in the past through
discussions with workers, observation, recording, tabulating and reducing it to rules,
laws and mathematical formulas are primary step in scientific management. In order
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to integrate the ability of the trained worker with that of productivity, Taylor proposed
a worker centered approach in which they are treated well and creating an atmosphere
in which they can express their wants freely. He was proposing an organizational
culture based on freedom and motivation to work on the basis of “incentive pay”
(Burke, Chapter Three, Loc 778). This aspect of Tayloristic organizational culture
promote cooperation between workers and managers in the development of the
organization.
Second, use scientific methods to determine the most efficient way to doing
the work. For him, “the task specifies not only what is to be done but how it is to be
done and the exact time allowed for doing it” (Taylor, The Principles of Scientific
Management 27)Third, scientific selection of the workman paying considerable
attention to selecting and placing the worker in a job the worker was capable of
performing. They are best suited to handle the job finding out their special abilities
and limitations “men who had proved themselves to be physically powerful and who
were also good steady workers” (Taylor, The Principles of Scientific Management
38). Four, train them to work in accordance with the science of doing the work
(Taylor, Scientific management 43). The workers needed to be treated well and allow
them “to express their wants freely” (Taylor, Scientific management 21). Five,
monitor worker performance to ensure that appropriate work procedures are followed
and that appropriate results are achieved. As Morgan was analyzing “Taylorism” he
observed that, “principles of scientific management make superb sense for organizing
production when robots rather than human beings are the main productive force, when
organizations can truly become machines” (Morgan, Images of Organization 33). So
for him the organization become a machine.
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McDonald’s hamburger chain is one of the examples of “Tayloristic
principles” in which “the firm has mechanized the organization of all its franchise
outlets all over the world so that each can produce a uniform product” (Morgan,
Images of Organization 34). For Taylor, “[t]he principle object of management should
be to secure the maximum prosperity for the employer, coupled with the maximum
prosperity for each employee” (Taylor, The Principles of Scientific Management 3). It
is also based on the “highest state of efficiency” of a person when s/he is “turning out
his [sic] largest daily output” (Taylor, The Principles of Scientific Management 5).
Therefore, this principle is based on the productivity of human beings, machines of
the establishment.
This perspective characterized organization in terms of “centralized authority,
clear line of authority, specialization and expertise, marked division of labor, rules
and regulations, and clear separation of staff and line” (Morgan, Creative
Organization Theory 41). Taylorism gave importance to “mechanization,
specialization, and bureaucratization …imposed on the work-force” (Morgan, Images
of Organization 32). As the technology increased in sophistication, the demand for
specialized skills, more adaptive organization, socio-political and cultural change, and
“dynamic leadership” in the organizations also increased. The scientific management
school was ill-equipped to deal with these kinds of rapid changes in the society. By
mid-20th century the light of organizational theory focused on the human relations
school of thought.
Machines to Human Relations
The human relations school emphasized “people rather than machines,
accommodations rather than machine-like precision, and draws its inspiration from
biological system rather than engineering systems. It has emphasized such things as:
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delegation of authority, employee autonomy, trust and openness, concerns with the
“whole person” and interpersonal dynamics” (Morgan, Creative Organization Theory
41). In 1938 Chester Barnard, a business executive with academic talents, proposed
this theory. Explaining various aspect of the theory Morgan observed, “organizations
are cooperative systems, not the products of mechanical engineering. He stressed
natural groups within the organization, upward communication, authority from below
rather than from above, and leaders who functioned as a cohesive force” (Morgan,
Creative Organization Theory 42).
In the organizational system the authority really came from the people who are
working and not from the above. Bernard introduced the idea of cooperative nature of
organization in a time of labor unrest and Great Depression.
Between 1927 and 1932, research conducted at the Hawthorne Works of the
Western Electric Company in Chicago under the leadership of Elton Mayo, focused
on the attitudes and preoccupations of employees and factors in the social
environment outside work. Mayo suggested that, “[T]he belief the behaviour of an
individual within the factory can be predicted before employment on the basis of a
laborious and minute examination of his technical and other capacities is mainly, if
not wholly, mistaken” (Mayo 99) With this study the whole question of work
motivation became a burning issue along with the relations between individuals and
groups. “A new theory of organization began to emerge, built on the idea that
individuals and groups, like biological organism, operate most effectively only when
their needs are satisfied” (Morgan, Images of Organization 41). Human relations are
deeply concerned with attitudes, values, and emotional responses of people and
groups. The study held that job satisfaction is determined by the degree to which the
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social and psychological needs of employees are satisfied and that these needs could
be satisfied by improving the employees’ ‘ecology’.
As K. C. Gupta was analyzing the human relations approach, he observed that,
“[e]mbedded in human relations theory is the additional promise that there is one best
way to organise relationships in an organization, viz., by fostering participation in
decision-making” (Gupta 4). This may lead to job satisfaction and will in turn lead to
higher motivation, greater productivity and profit. This “employee-centered” aspect of
organization is the contribution of this theory which also leads to the examination of
group processes, a prototype of organizational cultural studies. Their consideration
projected the issues of value and sentiment in the workplace and motivated research
on organizational culture, meaning, and symbolism.
Subjugation to Bureaucracy
The translated work of Max Weber in the 1940s became one of the criterion
which management thoughts developed even though the theory was received with
reluctance and hostility. Bureaucracy developed as a reaction against the personal
subjugation and cruelty, as well as the capricious and subjective judgments of earlier
administrative systems (such as monarchies and dictatorships) in which the lives and
fortunes of all were completely dependent on the whims of a despot whose only law
was his own wish. The term “bureaucracy” that is, government by bureaus (German
Buro) is used by Weber “to put an end to the exploitation of employees and to ensure
equal opportunity and treatment for all” (Wren and Bedeian 230). Weber envisaged
that obedience is not owed to a person but to the impersonal authority of an office and
thus authority adheres to specific positions rather than to individuals. The advantages
of bureaucracy are division of labor, managerial hierarchy, formal selection of
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employees, career orientation, formal rules, and impersonality (Wren and Bedeian
231-232). Weber enumerated his fundamental categories of bureaucracy as flows:
A continuous organization of official functions bound by rules. (2) A specified
sphere of competence. This involves (a) a sphere of obligations to perform
functions which has been marked off as part of a systematic division of labor.
(b) The provision of the incumbent with the necessary authority to carry out
these functions. (c) That the necessary means of compulsion are clearly
defined and their use is subject to definite conditions. A unit exercising
authority which is organized in this way will be called an ‘administrative
organ’(Weber et al. 330).
His emphasis on the clearly defined hierarchy of offices, employee selection on the
basis of qualifications, and impersonal official obligations, remuneration by fixed
salaries, promotion in career and separation of official work from ownership of the
means of administration, were effective ways of ridding organizations of favoritism,
arbitrary authority, discrimination, and even incompetence (Weber et al. 333-334). In
his view. bureaucracy provided the benefits of rationalization, and he credited it with
being objective and impersonal and therefore unbiased and rational (Hatch 33). Much
of the organizational culture is based on the hierarchy culture. However, the
impersonal aspect of this culture is in opposition to the team and collaborate culture
envisaged in Christian organizations.
Cooperative System to Power, Conflict, and Decision
Weberian bureaucratic principles were designed to settle questions of power
through organizational structure and to keep conflict out through rational-legal
authority and systems of careers, expertise, and hierarchy. However, power was being
contested and caused conflict in organizations. In this context “in the second half of
the 1950s” political-science view infiltrated into organizational study. Analyzing
power and conflict in organization Morgan observed, “[c]nflict could be healthy, even
in a cooperative system…it was the mode of resolution that could rather than
prevention. Power became reconceptualized as ‘influence” (Morgan, Creative
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Organization Theory 44). Charles Handy explaining power, conflict and decisions
observed
[H]uman beings were inevitably limited in intelligence, information and
even in time. In this process of “cognitive limits on rationality” people
did not go for the best possible solutions but they will be preoccupied
with routine traditional sources of information and established ideas.
This may prevent innovation in any organization. Therefore, it is
suggested that organizations could best be understood by how decisions
are taken and by the way the organization talks to itself, its vocabulary
(Handy 22).
The success of the organization is in maximizing or optimizing the decision
making process by controlling the premises and by developing vocabularies and
culture.
Technological Adaptiveness
While analyzing the classical scientific principles of organization Morgan in
consultation with others suggested, “bureaucratic-mechanistic organization might be
appropriate for firms employing mass-production technologies, but that firm with
units, small-batch, or process systems of production needed a different
approach…successful organizations matched structure and technology” (Morgan,
Images of Organization 54). Moreover, successful adaptation of organization to
environment depended on the ability of top management to interpret the condition
facing the firm in an appropriate manner, and to adopt relevant course of action. As
Morgan continue to observe, “in different environmental circumstances some species
of organization are better able to survive than others, and that since the relations
between organization and environment are the product of human choices, they may
become maladapted” (Morgan, Images of Organization 55). It also revealed that
different configurations of organizational structures are required to cope with different
environmental conditions. If an organization is to survive it must strive to fit the
individual and the environmental systems surrounding the task, such as the socio-
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cultural environment and task functions, peculiar to the job (Gupta 6). This aspect of
organizational culture demands a congruence between the organization and
community in which the Christian organization is placed. So the socio-cultural
environment of the organization as well as the culture of the individual staff and
culture of the community need to be in congruence for an organization to survive.
System Approach
Taking inspiration from the work of a theoretical biologist, Ludwing von
Bertalanffy and the principles of General System Theory of living organism Morgan
observed “the system approach builds on the principle that organizations, like
organisms are “open” to their environment and must achieve an appropriate relation
with that environment if they are to survive” (Morgan, Images of Organization 4445). This theory views organizations as open systems which take in resources of all
sorts, work on them and push them out, transformed. It projects the uniqueness of
each organization and holds that there is no one best way to do things for all
organizations. In this system thinking, as Morgan observes
Everything is related to everything else, though in uneven degrees of tension
and reciprocity. Every unit, organization, department, or work group takes in
resources, transforms them, and sends them out, and thus interacts with the
larger system. The psychological, sociological, and cultural aspects of units
interact (Morgan, Creative Organization Theory 48).
There open-system approach focuses on a number of issues. In this approach the
environment is very important in organization. The “task environment” and
“contextual or general environment” of the organization need to be considered while
developing appropriate strategies. The interrelated subsystems are the second focus. If
the organization can be defined as system, then other levels are the subsystem, “just as
molecules, cells, and organs…of a living organism” (Morgan, Images of Organization
45) Thus “the sociotechnical view of organization…take account of relation between
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technical, social, managerial, strategic, and environmental requirements” (Morgan,
Images of Organization 48) The third focus is on the “matching human and technical
requirements” in the system in organizing different kinds of task within the same
organization (Morgan, Images of Organization 48). In an open system the continual
interaction with its environment achieves a steady rate or dynamic equilibrium while
still retaining the capacity for work or energy transformation. Inputs, conversion
process and outputs are the three components of an open system. However, in a closed
system the outside environment forces and demands don’t affect the input for their
conversion into outputs. So as Gupta observed the inputs of the organization is very
much affected by the outside environment. “[T]he organizational climate and
environmental forces affecting these in accordance to the strength and priorities in the
society at given point of time” (Gupta 11). In the ministry of BSS, the external
environment was also affecting the organizational culture as many of the ministries
are in the rural and semi-urban areas as noted earlier.
System to Organizational Culture
Most organizational scholars and observers now recognize that organizational
culture has a powerful effect on the performance and long-term effectiveness of
organization. Handy observed that, “‘Culture’ became the fashionable word for this
school of thought, with its implication that every organization had its own way of
doing things but with the implied corollary that their way was not necessarily the best
way or the only way” (Handy 23). The purpose of this study is to understand the role
of organizational culture in Christian organizations for job satisfaction and retention
of the staff. Therefore, this school of thought will be studied detail in the coming
chapters as well. According to Caren Siehl and Joanne Martin, “organizational culture
can be thought of as the glue that holds an organization together through a sharing of
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patterns of meaning. The culture focuses on the values, beliefs, and expectations that
members come to share”(Siehl and Martin 227). The factors which hold together the
organization are the values, attitudes and beliefs of the organization.
Handy in his work identifies four main types of culture. First, the power
culture “depends on a central power source, with rays of power and influence
spreading out from that central figure” (Handy 184). The structure is best pictured as
a web. If the centre chooses the right people, who can think in the same way as it
thinks, they can be left to get on with the job. In this the control is exercised by the
centre and decisions are taken very largely on the outcome of a balance of influence
rather than on the purely logical ground. These cultures put a lot of faith in the
individual, little in committees. As Handy rightly observed, “A web without a spider
has no strength” (Handy 184). In the power culture the single individual who may be
the founder of the organization is an important figure. As in the case of BSS the
power flows outwards from the center. The power culture leads to procedures and
formalities with an internal concentration of efficiency.
Second, the role culture is often stereotyped as bureaucracy. The structure of a
role culture can be pictured as a Greek temple. The role organization rests its strength
in its pillars. The work is coordinated at the top, and if the pillars do their job, the
result will be as planned. However, role cultures are slow to perceive the need for
change and slow to change. (Handy 186). In this culture, the job title is important, and
it tends to neglect the personality of the staff members.
Third, the task culture is job or project oriented. Its structure can be
represented as a net. The emphasis of the task culture is on getting the job done. It is a
team culture and “utilizes the unifying power of the group to improve efficiency and
to identify the individual with the objective of the organization” (Handy 188).
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Personal expertise and creativity are important aspects of the task culture. In Christian
organizations, freedom to bring the individual expertise and vision will help the
organization in its progress.
Fourth, in the person culture the individual is the central point. The
organization exist only for the people in it and control mechanism and hierarchies are
impossible in this cultures except by mutual consent. Only the original creators
achieve any success, and soon it will change into a power or role culture (C. Handy).
In this culture the individual staff members and their needs are given priority.
Kim S. Cameron and Robert E. Quinn in their work Diagnosing and Changing
Organizational Culture Based on the Competing Values Framework analyzed
organizational culture in detail. While analyzing the organizational culture assessment
instrument, they talk about competing value framework in which four major cultural
types in organization. They are hierarchy culture where bureaucracy is implemented.
This culture is like the role culture discussed above. The second type is market culture
in with its focus on “external constituencies such as suppliers, customers, contractors,
licensees, unions, and regulators” (Cameron and Quinn Loc Chapter 3, 827). It is in
line with the task culture explained by Handy. The next cultural type is clan and it is
like a family type organization. Some basic assumptions in a clan culture are that the
“environment can best be managed through team work and employee development,
customers are best thought of as partners, …and the major task of management is to
empower employees and facilitate their participation, commitment, and loyalty”
(Cameron and Quinn Loc Chapter 3, 874). It is more like the person culture of Handy
where the organization is held together by loyalty and tradition. The fourth cultural
type is adhocracy. A major goal of an adhocracy is to foster adaptability, flexibility,
and creativity in an organization. The root of the word adhocracy is ad hoc—implying
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something temporary, specialized, and dynamic. As noted the “glue that holds such
organization together is commitment to experimentation and innovation…Readiness
for change and meeting new challenges are important” (Cameron and Quinn Loc
Chapter 3, 948). Having discussed the basic understanding of organization and
organizational culture it is appropriate to understand the various aspects of relation
between organizational culture and job satisfaction.
Job Satisfaction and Motivation in Organizations
The aim of this study is to understand the role of organizational culture in
Christian organizations for job satisfaction and staff retention. It is appropriate to look
into some of the major motivation theories at this juncture. Taylorism and the impact
of the study on motivation has already been noted in this review. He suggested that
selecting the very best workers and ensuring their adequate payment will contribute to
the production and job satisfaction. Abraham H. Maslow developed the “hierarchy of
needs” theory in the 1943. His hierarchy of needs consists of five basic categories of
needs including “physiological needs”, “security needs,” “belongingness needs,”
“esteem needs” and “self-actualization needs”(Maslow, Motivation and Personality
35-46).
This need hierarchy is further simplified as “need for existence, the need to
relate to others and the need for personal growth” (Handy 33). While analyzing
motivation theories Alexander Haslam noted the “motivation-hygiene” theory
proposed by Herzberg. He proposed that “when workers are dissatisfied, they tend to
refer to an absence of hygiene factors (e.g. poor pay, company inefficiency, bad
relationships with supervisors). However, when they are satisfied, workers tend to
link this to the presence of motivator factors (e.g. a sense of personal satisfaction and
achievement, the opportunity to do creative work)”(Herzberg et al. 82). Therefore, in
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order to motivate the workers, he suggests that, “ job enrichment” such as “attempts to
increase individuals’ accountability for their work, to increase their control over
discrete and varied elements of a particular job, and to allow workers the opportunity
to become authorities and experts in relation to those elements…the hygiene factors
can be thought of as ‘dissatisfiers’, while motivator factors can be thought of as
‘satisfiers’” (Haslam 91). Paul Hersey et al. while analyzing the theory observed that,
“[e]nhancement of the motivators ...will permit an individual to grow and develop,
often increasing ability. Thus, hygiene factors affect an individual’s willingness, and
motivators affect an individual’s ability” (Hersey et al. 69). The relationship between
Herzberg’s theory and Maslow’s theory helps to identify the needs and satisfy those
needs.
In Christian organizations the hygiene needs are physiological, safety, social
and esteem needs, which includes relationships, working conditions, status and
security. However, the staff members are joining the organizations with their personal
vision for the ministry and they are more concerned about motivator factors such as
achievement, recognition, responsibility, advancement and growth. In Christian
organizations the motivators are an important environment for job satisfaction. As
Edward E. Lawler observed,
Motivation is influenced by forward-looking perceptions concerning the
relationship between performance and rewards, while satisfaction refers
to people’s feelings about the rewards they have received. Thus
satisfaction is a consequence of past events while motivation is a
consequence of their expectations about the future”(Lawler 32).
The organizational culture of Christian organizations can be framed on these two
aspects such as job satisfaction based on the fulfilment of personal needs and
motivation to fulfill their expectations about the future ministry. This research is an
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attempt to identify the role of organizational culture in Christian organizations for job
satisfaction and staff retention in an Indian context.
Job Satisfaction and Commitment in Organization
Job satisfaction in an organization is directly related to the commitment of the
worker to the organization, people, and task. This is one the formative aspects in
organizational culture. Howard J. Klein et.al., analyzed commitment in organization
in their work. The conceptual foundation of commitment is based on “bond” which is
defined as “psychological attachment to the target”(Klein et al. 10). In the same line
they have also clarified commitment as identification and congruence. D.D. Bielby
defined commitment as identification which is “an attachment that is initiated and
sustained by the extent to which an individual’s identification with a role, behaviour,
value, or institution is considered to be central among alternatives as a source of
identity”(Bielby 284). This aspect of commitment is clearly talking about the
organizational culture where an individual is tuned into the organizational life. For
Hersey et al., commitment to the organization is adding value to the organization by
showing and inspiring the loyalty. (Hersey et al. 367) Therefore, commitment in an
organization is a prerequisite to job satisfaction as the staff members are aligned into
the culture of the organization.
The second aspect of commitment is congruence in terms of goal and values
of the individual and the organization. It is the “belief in and acceptance of
organizational goals and values.” Therefore, congruence is an “antecedence of
commitment” (Klein et al.14)This brings home the role of organizational culture in
job satisfaction. The continuity of the staff member in an organization is based on the
desire to maintain the identity. Commitment in an organization is the basis of
motivation and continuance. The research is to understand how the job satisfaction in
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Christian organization is related to continuance in the organization. In this framework
of understanding of organizational culture and job satisfaction, it is appropriate to
perceive these facts in biblical and theological perspective as discussed and
precipitate in to research themes.
Research Themes
Equality and Culture of Hierarchy
The Trinitarian equality is well explained in the prologue of Gospel of John.
“In the beginning was the Word and the Word was with God, and the Word was God”
(John 1:1). As noted above equality of Trinity is expressed by the word
“perichoresis.” It means “one person’s action of involvement with the other two. Each
divine Person permeates the other and allows itself to be permeated by that
person…The effect of this reciprocal interpenetration is that each person dwells in the
other”(Boff, Holy Trinity, perfect community 14-15). There is no space for hierarchy
in Trinity. Millard J. Erickson portrayed the equality in the divine society as “[t]he
Father is not seen as the source (arche), and there is no monarchy…The notion of
subordination in the Godhead needs to be dismissed…The three divine persons are
not of course identical or interchangeable, but neither is there any
inequality”(Erickson 294-95). In the context of hierarchy (control) culture of human
organization, the “rules, specialization, meritocracy, hierarchy, separate ownership,
impersonality and accountability” become the attributes of organization. (Cameron
and Quinn, Loc, Chapter 3, 791-801). Therefore, the Trinitarian understanding of
organizational culture, as Boff asserted, “is more communion than hierarchy, more
service than power, more circular than pyramidal, more loving embrace than bending
the knee before authority” (Boff, Trinity and Society 154). This relational view of
organizational culture is more democratic and a challenge to the hierarchy culture.
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One of the research themes emerged out of this discussion is culture of
equality in society and organizations need to be maintained for the job satisfaction
and staff retention in Christian organizations. This is the alternate organizational
culture Moses, Jesus and Paul adopted for the community building.
Intimacy and Culture of Competition
In the “market (compete) culture” the primary objective of the organization is
“profitability, bottom-line results, strength in market niches, stretch targets, and
secure customer bases…the core values that dominate market-type organizations are
competitiveness and productivity” (Cameron and Quinn, Loc Chapter 3, 827-837). In
this context the “basic assumptions of this culture are that the external environment is
hostile rather than benign…the major task of management is to drive the organization
towards productivity, results, and profits” (Cameron and Quinn Loc, Chapter 3, 846856). Trinitarian understanding of organization promote mutuality in relationship. As
Boff says, “Each Person is to be for the others, through the others, with the others and
in the others” (Boff, Trinity and Society 127-128). Sharing in each other’s work, they
mutually participate in the creation, redemption and sanctification. In a market culture
the Trinitarian mutuality is a call to participation and community living with
interdependency, mutual care, intimate sharing and mutual self-giving.
In this mutuality “Father, Son and Holy Spirit are communicating with each
other in their inner Trinitarian movements” (Eilers 24). Any culture is created in
communication. Pyle describes culture as “systems of shared meaning that are created
by communication” (Pyle 165). The Trinitarian culture of communication is sharing.
“All mine are yours, and yours are mine” (John 17:10). Bernhard Häring aptly
analyzed this inner communication in the following way:
Communication is constitutive in the mystery of God…Creation, redemption,
and communication arise from this mystery and have as their final purpose to
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draw us, by this very communication, into communion with God. Creating us
in the image and likeness, God makes us shares of his creative and liberating
communication in communion, through communion, and in view of
communion (Häring 155).
In organizational culture, this understanding of communication is liberating
and entering into the realm of humanity. James W. Carey analyzed communication
and culture from two views. First is the transmission view where communication is
understood as “a process whereby messages are transmitted and distributed in space
for the control of distance and people” (Carey 15). Second is the ritual view of
communication where “communication is directed not towards the extension of
massages in space but toward the maintenance of society in time; not the act of
imparting information but the representation of shared beliefs” (Carey 18). Therefore,
Trinitarian communication in intimacy is a paradigm for the organizational culture
from a ritual perspective. This communion through communication in an organization
is the binding force which holds it together in the midst of challenges.
This aspect of intimacy and ritual view of communication provide a paradigm
for understanding organizational culture. In an organization the communication needs
to be understood from a ritual perspective rather than a transmission view of
communication. In Indian social organizational culture, the transmission view is used
for exploitation and social control in the context of caste system. One of the research
themes that emerged out of this study is intimacy in any organization can be assured
by the ritual understanding of communication where each individual becomes
independent and at the same time dependent on each other as the Trinity functions as
a community.
Submission and Culture of Collaboration
The characteristics of a clan (collaborate) culture are “shared values and goals,
cohesion, participative-ness, individuality, and a sense of ‘we-ness’” (Cameron and
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Quinn, Loc, Chapter 3, 865). Analyzing the organizational culture of Christian
organizations, Ershova and Hermelink observed that, “the focus of an organization is
again internal, but compared to the hierarchy culture, there is more flexibility, which
means that the people of an organization and their development are taken care of”
(Ershova and Hermelink 226). In this culture the “personal commitment” is very
important in the function of the organization. This is basically a team culture where,
These characteristics were evidenced by semiautonomous work teams
that received rewards on the basis of team (not individual)
accomplishment and that hired and fired their own members, quality
circles that encouraged workers to voice suggestions regarding how to
improve their own work and the performance of the company, and an
empowering environment for employees(Cameron and Quinn Loc,
Chapter 3, 864-72)
Some basic assumptions in a clan culture are “customers are best thought of as
partners, the organization is in business of developing a human work environment,
and the major task of management is to empower employees and facilitate their
participation, commitment, and loyalty” (Cameron and Quinn Loc, Chapter 3, 872). In
this culture personal commitment to the organization is an important characteristic
which motivates the members of the organization in working together for the good.
However, the Trinitarian understanding of submission to one another among
the Godhead takes one more step ahead in this aspect of commitment. Submission is a
call for sacrifice as Jesus “became flesh and lived among us” (John 1:14). The
submission to each other as Seamands perceived is that “the triune persons are selfactualized not through self-assertion but through self-giving and self-surrender”
(Seamands Loc Chapter 4, 758). In an Organizational culture of collaboration, the
“self-giving” needs to be the heart of organization. Miroslav Volf puts it,
Within relations between the divine person, the Father is for that reason not
the one over against the other, nor “the First” but rather the one among the
others. The structure of Trinitarian relations is characterized neither by a
pyramidal dominance of the one…nor by a hierarchical bipolarity between the
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one and the many…but rather by a polycentric and symmetrical reciprocity of
the many (Volf 217).
Therefore, relationship in Christian organizations should be based on sacrificial selfgiving and submission among Trinity is opposition to self-orientation and selfcenteredness. The organizational culture needs to be re-oriented on these premises to
see the long term commitment and job satisfaction in Christian organizations. The
members of the organization collaborate on the basis of “polycentric and symmetrical
reciprocity” in collaborating and working together as a team where the “pyramidal
dominance” and “hierarchical bipolarity” is challenged (Volf 217).
Mutual Deference and Culture of Adhocracy
The root of adhocracy (create) culture is “ad hoc- implying something
temporary, specialized, and dynamic” (Cameron and Quinn Loc Chapter 3, 911). This
kind of organizational culture is influenced by the external environment and a “major
goal of an adhocracy is to foster adaptability, flexibility and creativity if uncertainty,
ambiguity, and information overload are typical” (Cameron and Quinn Loc Chapter 3,
920). In this culture “[t]he glue that holds the organization together is commitment to
experimentation and innovation” (Cameron and Quinn Loc Chapter 3, 920). In a
Christian organization these cultural traits could be detrimental in a given social
cultural context. The consistency and credibility of the organization is based on
readiness for change and meeting new challenges. However, Trinity is eternal and the
“Son defers to the Father by seeking to make the Father—not himself—known”
(Seamands Loc Chapter 2, 304). “It is God the only Son, who is close to the Father’s
heart, who has made him known” (John 1:18). This kind of the mutual indwelling is
expressed in perichoresis as Moltmann indicates, the doctrine of perichoresis links
together in a brilliant way the threeness and unity, without reducing the threeness to
the unity, or dissolving the unity in the Threeness” (Moltmann 175). Therefore
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understanding adhocracy in the light of Trinitarian particularity it can be said that “the
Father, Son and Holy Spirit always remain distinct and…[i]n their eternal, face-toface communion, they delight in the otherness of each other” (Seamands Loc Chapter
6, 1155). The functions, goals and role of each of the triune persons remain one such
as creation, redemption and sanctification. The Trinity is not affected by the external
factors unlike adhocracy culture. Therefore, particularity is the land mark of the
Christian organization, and it can be the gluing factor for members of the organization
to live and work in an atmosphere of freedom and individuality.
The goal of Christian organizations is “to provide a place in which everyone is
accepted as an ineffable, unique, and unrepeatable image of God, irrespective of how
the dignity of a person might otherwise be determined: level of intelligence, political
correctness, physical beauty, monetary value” (La Cugna 299). The “polycentric
reciprocity” of Volf and perichoresis understanding of Trinity provide a frame work
in which organizational culture can be redefined in terms of unity in diversity. The
research theme emerged out of this discussion is that Christian organizational cultures
need to keep the mutuality and deference within and outside. Therefore, it is a call for
understanding the imago Dei in the life of the organization where Christian
organizations become models for the secular organizations. A Trinitarian
understanding of organizational culture provides an alternative framework in which
equality, intimacy, submission and particularity in the organization will challenge
hierarchy, competition, collaboration and adhocracy.
Research Design Literature
The purpose of this study was to understand the role of organizational culture
in Christian organization for job satisfaction and retention of staff with special
reference to Bharat Susamachar Samiti. Staff attrition is one of the issues Christian
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organizations in India are struggling with in their growth and progress. All
organizations have a culture and a basic impulse to survive. The culture of the
organization is directly related with the organizational outcome such as effectiveness
and growth. The members of the organization are assimilated into a common culture
and thus the continuity of the organization is ensured. Therefore, the organizational
culture is an important factor for any organization for its survival.
The methods used in this research to find out the facts are qualitative and
quantitative methodology of research involving open and close ended questionnaires,
semi-structured interviews, focus groups and pre-post intervention study among the
selected staff of the two Khrist Jyoti Schools functioning in the District of Haridwar
in Uttarakhand state.
The literature used for data collection and analysis include Qualitative
Research by Tim Sensing and The Ethnographic Interview by James P. Spradley. The
data was analyzed within the parameters of componential analysis, cultural themes
and searching for the similarities and contrast to discover the findings.
The mixed method of study is a credible way of analyzing the problem under
consideration. For Sensing it is a “multi-methods” approach in qualitative research. It
is employing qualitative methods either singly or in combination with quantitative
methods. In the study the pre-post intervention study and a t-test were conducted to
analyze whether there was any statistically significant change that happened in the job
satisfaction level of the staff during the study. According to Sensing, “qualitative
research systematically seeks answers to questions by examining various social
settings and the individuals who inhabit these settings…grounded in the social world
of experience and seeks to make sense of lived experience.” (Sensing Loc chapter 3,
1626) The research was to study “things in their natural settings,” and tried to
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interpret the role of organizational culture in job satisfaction and staff retention in the
context of BSS as a Christian organization ministering in a North Indian context.
Moreover, the use of a multi-method approach focused on how the former and current
BSS staff make sense of the organizational culture and its role on job satisfaction in
Christian organizations by the use and collection of the empirical materials.
The literature used in this research design were on the topics of organization
and organizational culture. The project revolved around the concept of organizational
culture and studied the socio-cultural, and Biblical and theological foundations.
Literature about Indian socio-historical, and cultural background made a strong
foundation of evolution of organization in Indian society. Spradley postulated in his
proposed methodology of componential analysis of cultural themes that, “Themes…
connect different subsystems of a culture. They serve as a general semantic
relationship among domains” (Spradley 189). The strategies for making a theme
analysis consists of immersion (participating in the cultural scene) and making a
cultural inventory by interviews (Spradley 190). According to this strategy the focus
group and pre-post intervention study were a kind of immersion study that used
closed-ended and open-ended questionnaires and semi-structured interviews to help
analyze the cultural inventory of the organization under study.
The literature on the Mosaic model of organization helped clarify the Old
Testament perspective of organization and the alternative organizational culture
Moses introduced in the formation and continuity of Israel as a nation. The analysis of
the literature on the New Testament perspective of the organization of Jesus and Paul
clearly conveyed the alternative organizational culture the disciples and ekklesia
invented in the midst of a strong hierarchical system of Roman organization.
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The theological foundation of organizational culture has evolved from the
Trinitarian understanding of God as community and society from the theological
literature conveyed the meaning of Trinity. The literature tried to explain the mystery
of Trinity, but in this research it is to understand human organization in the light of
the nature of Godhead.
Summary of Literature
The purpose of this research is to understand the influence of organizational
culture on Christian organization in its life and ministry in an Indian context. This
study considered the evolution of the social organization through the cultural milieu
of history which clearly portrays the influence of culture on organization. The sociohistorical analysis of Indian society explains the soil in which Indian Christian
organizations planted and took its roots and branches.
The study of important concepts of organization enumerates the evolution of
organization and its various aspects such as schools of organization and explanation
of different cultures.
The biblical foundation of organizational culture analyzes three organizational
cultures initiated by Moses, Jesus, and Paul. This is an attempt to understand the
formation of alternative organizational culture in the midst of exploitative social
cultures. The Bible portrays an organizational culture which is entirely different from
the existing systems of the then world and explains the reasons for its continuity and
sustainability when the empires and emperors and their organizational cultures
became history. Authors such as Icenogle and Bosch help illuminate the
organizational culture of Jesus’ movement.
The theological analysis of Trinitarian organization explains the fulcrum of the
research. The nature of organizational culture is analyzed on the basis of four major
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cultural types illustrated by Cameron and Quinn such as hierarchy, market, clan and
adhocracy. However, these cultural traits, when put in the framework of Trinitarian
understanding, provide themes to analyze Christian organizations. The Trinitarian
understanding suggests an organizational culture based on equality, intimacy,
submission and mutuality.
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CHAPTER 3
RESEARCH METHODOLOGY FOR THE PROJECT
Overview of the Chapter
The methodology of the project is explained in this chapter. The purpose of
this research was to find out the role of organizational culture in Christian
organizations for job satisfaction and retention of staff with special reference to
Bharat Susamachar Samiti. The problem under consideration was the staff attrition in
Christian organizations. The sole drive of this study was to analyze the role of
organizational culture in this issue. The research questions asked were an attempt to
deal with the reasons, solution, and suggestions for this phenomena in Christian
organizations.
The methodology employed to find out these facts was based on a mixed
method of qualitative and quantitative approach to research study. The four
instruments used for the research were open and closed ended questionnaires, semistructured interviews, focus groups and a pre-post intervention study. The data were
collected from thirty-eight participants of which eight were former staff members who
left BSS and thirty were current staff members. They were from two Khrist Jyoti
Schools of Pathiri and Bhagwanpur respectively managed by Bharat Susamachar
Samiti from the district of Haridwar in Uttarakhand state. The former staff and the
current staff members were randomly selected from senior to junior for elucidating
balanced perspective on the subject under consideration.
Nature and Purpose of the Project
The staff of any organization is important to the development and continuity
of its life in the community. All organizations have a culture and a basic impulse to
survive. Staff attrition was one of the issues Christian organizations in India
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especially Bharat Susamachar Samiti (Good New for India) as an organization was
struggling with in its growth and progress. The purpose of the study was to
understand the role of organizational culture on what would be contributing to the
level of job satisfaction and staff retention in Christian organizations with special
reference to Bharat Susamachar Samiti in the district of Haridwar in the State of
Uttarakhand, India.
BSS is a Christian organization involved in holistic ministry and the central
office is at Dehradun, Uttarakhand. As a charitable and philanthropic organization it
has been rendering service to the church and society for the last thirty years. The
organization has two schools in the district of Haridwar in the state of Uttarakhand.
The name of the Schools managed by the organization was Khrist Jyoti Academy
(Christ the Light) one at Pathiri, and the other at Bhagwanpur, in Haridwar district.
Staff attrition was one of the issues, BSS as an organization was facing in these places
and it was hampering its growth and progress. The two institutions are thirty
kilometers away from each other.
The culture of the organization is related to the organizational outcome such as
effectiveness and growth. The members of the organization are assimilated into a
common culture and thus the continuity of the organization was ensured. At the same
time, the individual staff are attempting to modify their roles and organizational
environment to better satisfy their needs, and values. In this context of organizational
culture and contest between individual cultures, decisions were made by the staff.
This process may influence the staff attrition. Therefore, the study proposed to look
into the role of organizational culture for job satisfaction which in turn affects the
staff retention and long term commitment. The study’s purpose was also to suggest
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strategies for staff development so that long term commitment of the staff members
was ensured, and the life and ministry of the organization can continue.
One of the reasons that affected the problem of staff attrition was the neglect
of organization’s culture. According to Cameron and Quinn organizational culture is
“a socially constructed attribute of organizations that serves as the social glue binding
an organization together” (Cameron and Quinn Loc Chapter 1, 504). Therefore,
organizational culture has a powerful effect on the performance and long-term
effectiveness of organization. The neglect of organizational culture may affect the
organizational performance. Moreover, the organization’s culture is reflected by three
major elements including artifacts, espoused beliefs and values, and basic underlying
assumptions (Schein and Scheiner 16-17). The assumptions and values are the
framework in which policies are evolved and lead to the artifacts such as logos,
themes, mission statements and the explicit behavior of the members. As Cameron
and Quinn observed this process has two phases that are unobservable and observable
and “at the most fundamental level, culture is manifest as the implicit assumptions
that define the human condition and its relationship to the environment” (Cameron
and Quinn Loc Chapter 1, 513). This core characteristic of organization affects the
individual and organizational behavior.
As discussed in the second chapter, the study of organization evolved in the
past through various schools of thought such as task management, scientific
management, human relations, bureaucracy, system approach and organizational
culture. This study proposes to concentrate on the role of organizational culture for
job satisfaction and staff retention. As noted “an organization’s culture is reflected by
what is valued, the dominant leadership styles, the language and symbols, the
procedures and routines, and the definitions of success that make an organization
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unique” (Cameron and Quinn Loc Chapter 1, 549). BSS as a Christian organization
could be analyzed from this framework for understanding the issue of relation
between organizational culture and staff retention. Therefore, the research questions
for this study were as follows:
1. What was blocking the job satisfaction level among the staff of the
organization?
2. What interventions based on the best practices from some peer
organization, might reverse the trend of staff attrition?
3. What was the change in the job satisfaction level after the intervention?
4. What are some other factors which may have influenced the staff attrition
and job satisfaction?
Research Questions
RQ #1. What was blocking the job satisfaction level among the staff of the
organization?
The purpose of this question was to understand the level of job satisfaction in
BSS school staff at Haridwar district. The research involved open and closed ended
questionnaires, semi-structured interviews, focus groups and a pre-post intervention
study. As the focus of the study was the role of organizational culture in job
satisfaction, the questionnaire was designed to reveal the participant’s understanding
of organizational culture and level of job satisfaction. The question numbers 7 to 11
clearly talked about how the participants understand the culture of the organization. It
would help the researcher to explain the organizational culture of BSS as a Christian
organization and understand some of the impediments to the level of job satisfaction.
The closed and open-ended questions on the reasons for people leaving the
organization would give a fair information and perspective of the staff members
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regarding the job satisfaction. The focus group opening and guiding questions 1-6
also helped to unearth the answers of the research question. In this process questions
1-12 dealt with the knowledge; questions 13-18 focused on attitudes, and 19-24
addressed the behavior patterns.
RQ #2. What interventions based on the best practices from some peer
organization, might reverse the trend of staff attrition?
This question addressed the various aspects of the organizational culture and
practices of selected peer Christian organizations. Emmanuel Hospital Association
(EHA) which is managing two hospitals in Uttarakhand was analyzed for the study.
The purpose was to understand the organizational culture and administrative structure
of EHA and BSS through a comparative study during the pre-post intervention
program. A test questionnaire was prepared for the intervention study and
administered to understand the level of job satisfaction based on the three leadership
training modules which were conducted. The intervention programme of leadership
training was conducted for the selected twelve current six staff members each from
the two Khrist Jyoti Academies in the Hardwar district respectively. The training
programme was based on the best practices of the peer Christian organization
Emmanuel Hospital Association which is managing Hurbertpur Christian hospital. A
pre-test was conducted before the intervention study with the questionnaire following
the Likert Scale in which 1 being the lowest score and 4 being the highest. Then a
treatment of three modules of leadership training was administered to the twelve
participants. After the training a post-test was conducted with the same questionnaire
and the score was collected. The purpose of the intervention study was to find out the
statistically significant change in the categories of understanding on organizational
culture of BSS and job satisfaction and attitude towards the staff retention.
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RQ #3. What was the change in the job satisfaction level after the intervention?
This was the crucial research question in this study. The pre-post intervention
analysis provided the answer to this question. The knowledge and skills discussed in
the intervention programme was the change agent in the study. A contextual
understanding of the job satisfaction and organizational leadership was discussed in
the intervention programme of leadership training. So the study was primarily an
inductive study in which the role of the organizational culture on job satisfaction in
BSS was studied in comparison with the best practices of EHA. The three training
modules were prepared on important themes such as Context and core values of EHA
and BSS, organizational culture based on the analysis of Robert Quinn and Kim
Cameron, and the Biblical and theological foundations of the organizations. The prepost test questions were identical. It also incorporated the participant’s demography in
the pre-test and questions about the quality of the intervention study in the post-test
questionnaires.
RQ #4. What are some other factors which may have influenced the staff
attrition and job satisfaction?
The study was aimed to find out the role of organizational culture for the job
satisfaction and staff retention. Therefore, the context of the ministry was a very
important factor. The interviews and the focus group study addressed this aspect of
the issue. It was also looking at the various external influences on staff regarding job
satisfaction. The purpose of the semi-structured interviews was to elicit this aspects of
research problem. The question number 24 was especially aimed to elicit this answer.
In this process the organizational climate also was an immediate influence along with
the individualistic perspectives which were modified according to the change.
Moreover, as it was a study on organizational behavior at the broadest level, Christian
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organizations in India were influenced by society and religion. In the pluralistic
context in order to analyze the role of organizational culture even regional cultures
and urban rural divide were important parameters to be analyzed.
Ministry Context(s)
Bharat Susamachar Samiti (BSS) is an organization acting as an agency of
change in Haridwar district in the state of Uttarakhand, India. The entire BSS ministry
has its beginning in God’s call, commission, and confirmation of George
Chavanikamannil. His simple desire was that many should hear the gospel so that the
unreached Jathis (people groups) in India would have a chance to hear the gospel of
Christ in this current age. The founder believed that the best way to reach India with
the Gospel was by training national Christians. There were specific reasons for this
approach. First of all, foreign missionaries are no longer permitted in India. Second,
the national Christians can communicate the gospel with much greater effectiveness
as they are from the culture and language of the people. Third, supporting a local
missionary is much easier financially than supporting a western missionary. Fourth,
since Hindu religious fundamentalism is rapidly increasing, persecution of Christians
also is on the increase. As a primary step into the ministry in North India,
Chavanikamannil founded BSS in Dehradun in 1987.Under the parent body of BSS,
Luther W. New Jr. Theological College, popularly known as New Theological
College (NTC) was established and dedicated for the service of the humanity on April
15, 1989.15 The researcher is the first batch, Bachelor of Theology student of this
institution, and graduated in the year 1995. Today, NTC is one of the best theological
schools in India.

15

The foundation stones on the entrance of the New Theological college, Dehradun exhibits
this information.
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The leadership of BSS consists of leaders drawn from various field of
expertise and from very responsible positions of ministry. In 1992, Chavanikamannil
founded another church planting ministry under the name of Christian Evangelistic
Assemblies (CEA) and which has established around five hundred worshipping
congregations in several North Indian states and continues to register a steady growth
(Samuel and Joseph 10). Young men and women after their graduation from NTC
ventured into rural and urban centers and started ministry and mission in the
unreached areas of the Land. The researcher also partnered in the ministry and
reached one of the least evangelized states of India, Himachal Pradesh and became
involved with community development work and a church planting ministry. During
this ministry we established a school in an interior village Andheri, in Himachal
Pradesh for imparting secular education to the under privileged children of the hills in
the year 1997. The name of the school was Khrist Jyoti (Light of Christ) Academy
and later the organization adopted the name as the brand name and now manages five
schools in the needy parts of North India catering to the educational needs of nearly
2500 children.
This kind of philanthropic and educational ministry was taken up by BSS and
was actively involved in catering to the educational needs of several interior places in
North India. In this process the organization started two schools in the districts of
Haridwar in the state of Uttarakhand. The research was conducted in this two Khrist
Jyoti Academy at Pathiri and Bhagwanpur respectively.
The religious importance of this place lauded in the ancient Upanishads,
Puranas and Mahabharata as one of the India’s most sacred cities. The river Ganga
which emerges from the Himalayas enters into the plains of India at Haridwar in its
course to Bay of Bengal about 1,400 miles away. The Gangetic River System is the
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world’s third largest draining, with an area of 390,000 square miles (Malik 2).
According to Hindu traditions Haridwar is one of the seven sacred cities said to
bestow moksha (salvation) upon human beings, along with Ayodhya, Mathura,
Varanasi, Kanchi, Ujjain and Dwaraka.
In addition, the Kumbha Mela (the festival of nectar) is held here every 12th
year, attracting millions of pilgrims. Huge crowds also attend Haridwar’s Ardha
Kumbha Mela (the half festival of nectar, on the sixth year in-between) (Malik 2)
Haridwar literally means “Gate way of gods” (Mansingh 169). Built on the banks of
the Ganges, the place has very important place in the Hindu religious map of India.
Geographically this place is situated in between Himalayan ranges and Shivalik Hills
in the north and the Ganges river in the South. The district covers an area of about2360 square kilometers in the southwestern part of Uttarakhand state of India. It is
situated at the height of 314 meters from the sea level.
The state of Uttarakhand is the home to the Garhwali people who speak
Garhwali language. There are traces of connections with the Aryans who have settled
in Punjab who were “worshipers of nature” and its varied forms found this land in
relation with their religion and has taken a prominent place in their thoughts. Hence it
was evident that the
Hindus of the Vedic Age took the land to be a consecrated place selected
by nature itself, for the performance of religious ‘Yagmas’(sacrifices)
and other sacred rites, with the view that a higher sanctity would be
conferred upon the rites or ceremonies performed within this land. From
the earliest times it is believed that “the whole of Garhwal had been a
consecrated place to the Aryans from the Vedic Age down to the end of
the Epic period” (Ram 9).
Therefore, Haridwar is considered to be one of the important Hindu religious and
cultural centers, and BSS ministry was established in the region with a goal to reach
the community with the message of transforming gospel. In the given religious and
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cultural contexts Christianity is viewed as a foreign religion and equating it with the
colonial underpinnings among the population of the region. Moreover, Christians are
considered to be from the lower caste and always counted along with the Dalits
especially in North India.
The mission context of BSS as a Christian organization is placed in the
cultural transformation paradigm. The Christian organizations render their meritorious
contributions in the praxis oriented community transformation through the
educational, health and community development organizations. In this process,
Christian organizations are “cultural-creators” and members of the organization are
striving for the transformation through “continual engagement and action in the
community” (Branson and Martínez Loc Chapter 1, 390). In the midst of the Hindu
world view of karma 16 the Christian organizations are working with the concept of
servant leadership and community transformation based on stewardship of God’s
oikonomia.17 Therefore, the work of BSS in Haridwar district is designed on the
frame work of “receptor-oriented” approach of mission as Kraft postulated. This
frame of reference refers to the “culture, language, life situation, social class, or
similar all-embracing setting or context within which one operates” (Kraft 15).
Moreover, it also is a ministry with an intercultural communication approach of the
Gospel truths. Sitaram and Cogdell enumerate three ways in this process. First, the
behavioristic approach proposes that intercultural communication should be to bring
about cultural change even in the minority communities of the same culture so that the
minorities adopt the values, beliefs, and expectations of the majority. Second, the
16

‘karma marga’ is the Hindu philosophical system which postulate the possibility of
obtaining salvation by the work of human. According to the doctrine of karma there is no possibility of
forgiveness, and all suffering is penal, the penalty for sin committed in this or previous lives (Boyd
101).
17
Oikonomia means “administration of the house.” In Christian understanding the term would
acquire the meaning “divine plan of salvation.” Paul, in 1 Corinthians 9:16-17 used this terminology to
denote an assigned activity and the “fulfilment of a task of domestic administration” (Agamben 23).
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humanistic approach understands social change “spring from within” the culture, not
to be imposed from outside. Third, the moderate approach which is based on the
concept that “social change is represented by a continuum” and depending upon their
political, economic, and social needs, all cultures change. Change is the “response to
inside and outside stimuli” (Sitaram and Cogdell 13-14). In line with this
understanding the Christian organizations in this area can be analyzed in the
framework of humanistic and moderate approaches.
BSS, as a Christian organization, participates in the “conscientization” of the
community where “men [sic] not as recipients, but as knowing subjects, achieve a
deep awareness both of the socio cultural reality which shapes their lives and of their
capacity to transform that reality” (Freire 51). It is involved in this praxis and has
responded to the society and created a culture of education to the coming generation
based on the truths of the Bible. The moto of the schools rightly portrays this aspect
that is, “Teaching everyone in all wisdom” (Col. 1:28). In this context as Noll noted,
“[m]ission service now no longer means “The west to the rest” but “From everywhere
to Everywhere” (Noll Loc Chapter 12, 127). Therefore, the vision of BSS is to
buildup leaders from all parts of India and see a unique organizational culture being
evolved in the mission and ministry of the church. This is the mission context of BSS.
The leadership structure of the organization of BSS is very much hierarchical
and chartered out clearly for the function. Figure 3.1 below portrays the
administrative structure of BSS.
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Figure 3. 1. Organogram of Bharat Susamachar Samiti (BSS).

The structure is clearly demarcated with job descriptions and portfolios. The decision
making was made by individuals and no shared leadership structure promoted in the
organogram. It is very much structured and no space for flexibility. All the
stakeholders at the field are encouraged to reflect and involve in their own context
with creativeness and efficiency. According to this organogram the decisions are
made by the individual placed at various junctures at the organizational structure.
Participants
This research was conducted by employing qualitative methodology in data
collection. It involved open and closed ended questionnaires, semi-structured
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interviews, one focus group and a pre-post intervention study among the randomly
selected staff members of the two Khrist Jyoti Academy at Pathiri and Bhagwanpur
respectively. The participants of all these four instruments were different individuals.
The researcher received consent form from all the thirty-eight participants of the four
research instruments.
Criteria for Selection
The selection of the participants was done randomly and the one criteria was
to assure the participation of both newly joined and senior staff which may elicit a
balanced view of both young and experienced perspective. A total number of thirtyeight participants responded to this study. Along with the thirty current working staff
of the school, the researcher also consulted with eight former staff members who left
the organization due to various reasons with in the last three years.
Description of Participants
An equal number of male and female participants were selected for this study
in all the four instruments. All of them were adults within the age group of 24-55. All
the participants were mentally and physically healthy. All of them knew English and
worked as teachers and staff in these institutions. They all were educated at least two
years of education beyond high school and most of them were theologically trained
and post-graduates. There were first generation Christians as well as traditional
Christians, and all were from different Christian denominations. They all were
coming from cross cultural backgrounds especially from South and also from the
North India. Both married and unmarried staff participated in the project.
Ethical Considerations
In this research consent form was used for all the instruments. Prior
permission was taken from all the participants as well as from the institutional heads
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regarding this research project. All the consent forms are attached in the appendix.
Moreover, the participants for semi-structured interviews, open and closed ended
questionnaires, focus group and pre-post intervention study were coded. Numerical
numbers were employed for the semi-interview and open and closed ended
questionnaire participants. Only the researcher knew the name and code of each
participant. A coding of alphabetical order A, B, C, D, E, F, G, and H was
administered to keep the identity of the eight participants of focus group. The
researcher was the only person who knew the responses of the participating staff
members. The semi-structured interview and focus group were recorded with a digital
recorder with the prior permission of the participants. The collected data were
transferred to the personal computer of the researcher and were kept in a locker at the
office with a three tier security system.
Instrumentation
The research was conducted with the help of four instruments.
Closed and Open-Ended Questionnaires
The questionnaires were served to eight former staff members, which includes
four female and four male staff, who have left the organization within the last three
years. Their contact addresses were collected from the school records. Each
questionnaire was send through email and the completed questionnaires were
collected through email as the participants were staying in different parts of India.
Semi-Structured Interviews
The interviews were conducted with ten selected staff, five from each school.
Five female and five male staff member were interviewed for this instrument. The
researcher travelled to both schools and with the prior permission of the institutional
heads and the participants, the interviews were conducted. The data collected was
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kept very safe in the office of the researcher eighty kilometers away from the data
collection centers.
Focus Group
One focus group was conducted among eight other current staff members.
Four participants from each school joined the group for two hours on a holiday from
10 am to 12 noon. It was held at Khrist Jyoti Academy building, Bhagwanpur as it
was a convenient location for the participants to come and attend. The focus group
discussion was recorded for the purpose of research only, and the identity of the
person’s response was kept confidential.
Pre-Post Intervention Study
A pre-post intervention study of leadership training was conducted for twelve
current staff members of the schools with six participants from each school joining
the study. The intervention training program was conducted three times. The training
sessions were held alternatively in the two schools for the convenience of the staff.
The test questionnaire, which was prepared in the beginning of the intervention were
administered before and after the intervention study and a t-test was conducted to
measure the statistically significant change that occurred by calculating the pre-post
intervention test scores mean.
Reliability and Validity of Project Design
Information for this project was collected through open and closed ended
questionnaires, semi-structured interviews, focus group and pre-post intervention
study. The reliability of the project was ensured by consistently and systematically
collecting the data for each research question. The participants for each instrument
were different individuals and using the multiple sources of data ensured the
reliability of the research.
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The goal of qualitative research methodology was to elicit understanding and
meaning by systematically answering the questions and by examining the various
social settings. This research project was to study the role of organizational culture for
job satisfaction among the BSS staff members in their work settings. Their
experiences were measured through multiple methods such as open and closed ended
questionnaires, semi-structured interviews, focus group and pre-post intervention
study. The organizational cultural texts were analyzed in the process and proposed to
produce “culturally specific and contextually rich data critical for the design,
evaluation, and ongoing health of institutions” (Sensing Loc. Chapter 3, 1637).
Therefore, this was a participatory and collaborative inquiry into the reasons of staff
attrition in BSS. In order to bring a balanced understanding for the study, both the
former BSS staff who had already left the organization and the current working staff
were incorporated into the study. So, the participation was real, and the researcher
facilitated the staff members to find out the answers to the research questions through
the research methods. As Sensing observed “[t]he researcher or evaluator acts as a
facilitator, collaborator, and learning resources; participants are coequal” (Sensing
Loc, Chapter 3, 1647). All the four instruments used for collecting data in the research
were participatory and collaborative.
Moreover, before approaching the participants with the instruments, all the
rules and protocols were followed for the data collection. These included consent
letters, prior permissions, and other formalities. No attempt was made to bypass any
authority such as directors and school principals in the organization which may have
caused any kind of confusion in the process of this study. In this process multiple
levels of observation were ensured as the different data collection methods were
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administered among the participants. Few heads of the schools participated in the
study and it was conducted in a transparent atmosphere.
In order to overcome the limitation of reliability of the data collected, multiple
data-collection technologies were designed to measure the role of the organizational
culture for the job satisfaction and staff retention in of BSS. This triangulation method
ensured the reliability of the data collected and each of the methods complimented the
other methods. Triangulation is “cross-checking the existence of certain phenomena
and the veracity of individual accounts by gathering data from a number of informants
and number of sources and subsequently comparing and contrasting one account with
another in order to produce as full and balanced a study as possible” (J. Bell 102). The
triangulation would help to check the consistency of the data collected with different
instruments and from various sources. The researcher used a methodological
triangulation in which the problem under investigation was studied through semistructured interviews, open and closed ended questionnaires, focus group and pre-post
intervention study. The findings were correlated, and conclusions were drawn.
An expert review was provided by Dr. Simon Samuel the Principal of New
Theological College, Dehradun where I am presently working. He was also informed
about my whereabouts in the field study. Moreover, the participants were staff
members of the schools and all were mature, educated and involved in Christian
ministry at various levels. Their experiences were unique and their responses as
participants were important for this project. The mutual respect and trust between the
participants and the researcher was conducive to eliciting a sincere response to the
study.
All the four research questions were covered through the four instruments of
data collection. In this study to ensure the validity of the data collected, outsider and
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insider angles were considered. The open and closed ended questionnaires were
served and the data was collected from those who have left the organization during
the last three years to ensure the outsider perspective. To ensure the insiders
perspective on the problem under study the currently working staff were involved as
participants of the semi-structured interview, focus group and pre-post intervention
study. This process increased the validity of the project. All the participants
understood the questions and the methodology of the data collection as they were
graduates and working in the education sector.
The chances of reaching the findings if the research is repeated is very high in
the given context. The research produced culturally specific and contextually rich
responses from the participants. In the given North Indian socio-cultural context of
the Christian organization the findings can be repeated. However, the context is an
important factor to consider in this regard. The multi-method approach tried to look at
the research questions from various angles such as “rationale, the intervention, and the
evaluation” (Sensing Loc chapter 3, 1732). The research design of methodology
triangulation focused on the research problem of staff attrition in Christian
organizations. The instrumentations helped to analyze the issue in the light of the data
collected, and it led to the suggestions to minimize the staff attrition level in BSS
which is a microcosm of Christian organizations in North India.
Therefore, this was an action research where the participant’s awareness about
organizational culture and its impact on their job satisfaction was directly addressed.
The staff members together with the researcher defined the problem and made
suggestions to improve the level of staff retention in the organization. All the
respondents were aware of the problem of staff attrition, and their sincere reflections
were a great help to suggest some steps for the organization to adopt in its future
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planning. The generalizability of the research problem is important for any Christian
organization in North India.
Data Collection
The procedures for collecting data for this research were qualitative, with a
multi-method approach incorporating a quantitative analysis of a t-test. The researcher
employed four instruments including open and closed-ended questionnaires, semistructured interviews, focus groups and a pre-post intervention study among the
randomly selected staff of the two institutions of BSS. The participant of all these four
instruments were different individuals. The researcher had a consent form for all
instruments. The selected staff of the two institutions participated in the research
process. In addition to the thirty currently working staff, eight former staff members
who left the organization within the last three years also were consulted for data
collection. There were thirty-eight participants comprising an equal male female ratio
who participated in this project. All of them were adults ranging from the age of 2455. The criteria for selecting the staff was from the senior staff as well as the newly
joined staff to obtain a balanced view from both young and experienced perspectives.
All the participants were healthy physically and mentally. All of them know English
and were working as teachers and staff in these institutions.
First, eight staff members who had already left the organization were served
with questionnaires to elicit their perspective on the role of the organizational culture
and job satisfaction. Their contact addresses were collected from the school records.
Each questionnaire was sent through email and the completed questionnaire was
collected through email as the participants were staying in different parts of India.
After receiving their prior consent, the questionnaires were sent to each one of them
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in the month of October, 2018. The data was collected in the same month, saved from
computer to a hard disc, and kept with much confidentiality in the researcher’s office.
Second, data was collected by conducting semi-structured interviews among
the present working staff. The interviews were conducted with ten selected currently
working staff, five from each schools run by the organization in the district of
Haridwar. A form of consent was distributed to all the selected staff members
indicating that participation was voluntary and providing the option to participate or
not to participate in the interview. The researcher travelled to both the schools and
conducted the interview personally with the staff members who consented to the
interview. The researcher bore all the travel cost. With prior permission, the
interviews were recorded with a digital recorder. The interviews were conducted
during the month of November, 2018. The schools were in session and the
participants were available in their respective institutions. The data collected were
transferred to the personal computer of the researcher and was kept safely with secret
password. No one had access to the recorded data other than the researcher. It also
was kept confidentially eighty kilometers away from the place of collection in a three
tier security locker in the researcher’s office.
Third, the researcher conducted a focus group study for another eight staff
members. Four participants from each school joined the group for two hours on a
holiday from 10 am to 12 noon, so that the staff members could participate in the
focus group without any other distractions on that day. It was conducted at Khrist
Jyoti Academy building, Bhagwanpur, because it was a convenient location for the
participants to come and attend. It was conducted during the month of December,
2018. Prior permission was acquired from the head of the institution for using the
premises of the school for two hours. At the beginning of the focus group session, the
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researcher clearly addressed the code of conduct and need of keeping the discussion
very confidential. The focus group discussions were recorded with a digital recorder
with the prior permission of the participants. The importance of maintaining the
confidentiality of the discussions and data collected was strictly conveyed to the
participants. A coding of alphabetical order A, B, C, D, E, F, G, and H were
administered to keep the identity of the eight participants confidential as they were
responding. The researcher was the only person who knew the identity of the staff
who participated with regard to their responses. The recorded and collected data was
transferred to the computer and kept in a locker at the office of the researcher with
three tier security system.
The pre-post intervention study was the fourth instrument in this research and
was conducted with pre and post intervention tests to analyze statistically significant
changes in the job satisfaction level of staff members. Intervention involved three
leadership training sessions that were conducted for the selected twelve staff members
of the organization. Six participants were selected randomly from of the each Khrist
Jyoti Schools in Haridwar district purely on a voluntary basis. The training sessions
were conducted three times within a period of two months. The intervention training
sessions were conducted alternatively in two schools at Pathiri and Bhagwanpur that
are a distance of thirty kilometers apart. Because the participants were travelling from
two places, the travel reimbursement and lunch during the training were provided.
The training sessions were conducted three times within a period of two
months—November and December, 2018. The training sessions were conducted
alternatively in the two schools for the convenience of the staff who participated in
the study. The principals of the schools granted permission in advance for the training
program to be conducted at the schools. The general reaction from the participants
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was obtained regarding the process through an Evaluation Performa that elicited
information about the course inputs and the impression about the training in general.
The questions were incorporated in the post-test questionnaire.
The test questionnaire, which was administered to the twelve members in the
beginning of the intervention was administered again at the end of the three modules
to measure the degree of learning about the ministry. The pre-post intervention scores
were calculated to understand the statistically significant change in the various
categories. In order to keep the identity of the participant’s confidentiality, a code of
numbering from 1 to 12 was adopted by which the response of the participants was
kept secret. Only the researcher was aware of the name and code of the participant
with the particular response. In this way the identity of the participants was kept
confidential. The data collected was safely kept away from the place of intervention at
locker of the office of the researcher nearly eighty kilometers away from the
participants.
So. the research was primarily an inductive study in which the role of the
organizational culture for job satisfaction in Christian organizations was analyzed by
taking BSS as a sample and its selected staff members as a microcosm. The identity of
the respondents was kept confidential through coding of numbers and alphabets.
Other demographic information collected was related to the position of the person in
organization, level of education, duration of job, voluntary or paid, and whether the
participant was a cross-cultural or local person. However, the researcher was the only
one who know the identity of the person who gave a particular response. The
following identifying information was collected in the research: name, email address,
phone number, age and place of work. Much of this information is already available
by virtue of the fact that participants were employees of the organization working in
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the schools. The identifying information collected during the research was maintained
separate from the school records. It was used only by the researcher. No individual
participant was identifiable in the findings of the research. The data was kept very far
from the place where the collection was done and the participants were not able to
access the locker in which it is kept. The distance of the researcher’s place and the
data collection center was almost eighty kilometers away. Moreover, the researcher
was the only one who had access to the computer in which the data was kept and it
was password protected.
The researcher used digital audio recorders at the time of the interviews and
focus groups. After obtaining prior permission, the researcher conducted the
interviews inside the office at a time when the office was not in use so that the office
schedule was not disturbed, and no one could overhear the interview. Because it was
research about staff job satisfaction, the researcher also consulted official documents
to collect the phone number and address of the staff who had left BSS within the last
three years. The researcher sent the questionnaire to the staff members who had left
the organization by email, and the completed questionnaires were collected in the
same way.
Data collected during the research was shared with dissertation advisor
Thomas Tumblin. The findings were also shared with Asbury Theological Seminary
faculty and D Min cohort colleagues at a colloquium. Only the findings were shared
with the BSS leaders for evaluation and further action, if needed.
Data Analysis
The data collected was analyzed through two approaches. The first approach
used the theme analysis method laid out by Spradley to analyze the data. The
researcher made componential analysis and searched for the contrast in the responses
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of the participants in the four instruments. He sorted them out and grouped them
together to identify the present organizational culture as well as the expectation of the
staff on job satisfaction. Thus the cultural themes for the organization were
deciphered. Referring to Opler, Spradley defined cultural theme as “a postulate or
position, declared and implied, and usually controlling behaviour or stimulating
activity, which is tacitly approved or openly promoted in a society”(Opler 198). The
researcher then listed the cultural domains for the organization.
The second approach was to analyze the cultural domains on the
organizational cultural assessment instrument based on the competing value
framework laid out by Cameron and Quinn for understanding the role of
organizational culture on the job satisfaction and staff retention of the staff of BSS
(Cameron and Quinn Loc Chapter 3, 740). The findings were also analyzed in relation
to the biblical and theological foundations stated in the literature review. The
recommendations for staff development were suggested at the end.
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CHAPTER 4
EVIDENCE FOR THE PROJECT
Overview of the Chapter
The purpose of this research was to understand the role of organizational
culture in Christian organizations for job satisfaction and retention of staff with
special reference to Bharat Susamachar Samiti (BSS). This chapter presents the
findings of qualitative multi-method research instruments involving thirty-eight staff
of BSS. The findings were derived from open and closed ended questionnaires, semistructured interviews, one focus group and a pre-post intervention study of three
modules of leadership training among randomly selected staff of the institutions.
The chapter identifies the participants in the study in their organizational
makeup. It considers the demographic and organizational cultural influence on the
participants to understand the reasons of staff attrition in Christian organizations in
India. Chapter four concludes with a list of major findings from the presented data.
Participants
The participants of this research were selected randomly from two Schools
managed by BSS in the district of Haridwar in Uttarakhand state. Four different
groups of staff members were selected for the four instruments to get a wide
perspective on the subject of the study. A total of thirty-eight staff members
participated in this project as respondents to the four instruments of the research. The
consent forms were distributed and prior permission was taken from each participant.
The participants were both men and women. All of them were adults ranging from the
age of twenty-one to fifty-five. The criteria for selecting the staff were from senior as
well as from the newly joined staff for a balanced view of both young and
experienced perspectives. All the participants were healthy physically and mentally.
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The demographic profile of those who took part in the research instruments including
the questionnaire, semi-structured interviews, one focus group and the pre-post
intervention study are represented in Figures No. 1,2,3 and 4 respectively.
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Figure 4.1. Demographics of former BSS staff (n=8).

The former staff member all came from various states of India and have
different ethnic backgrounds. At present, all of them work in other Christian
organizations. The questionnaire was sent to them through email and the researcher
collected the completed questionnaires by email. All eight former BSS staff members
responded to the questionnaire and all were very happy and sincerely participated in
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the project by turning in their responses on time. The rich experiences they brought to
the study was important to the analysis of the subject under consideration.
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Figure 4.2. Demographics of current BSS staff (n=10).

The staff members who participated in the research came from diverse cultural
backgrounds and various states of India. All of the ten staff members participated in
the interview and expressed their valuable opinions on the subject. As they all were
provided with accommodation in their ministry places, it was helpful to interview
them in their respective places. This factor also contributed to their long term
commitment with the organization.
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Figure 4.3. Demographics of focus group participants (n=8).

The focus group was conducted at Khrist Jyoti School, Bhagwanpur. Four
participants from Pathiri joined the four staff from Bhagwanpur. All participants
expressed the need for such discussions for the better understanding and function of
the school.
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Figure 4.4. Demographics of pre-post intervention study participants (n=12).
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The intervention study was conducted among twelve staff members of BSS
schools in which six staff from Pathiri and six staff from Bhagwanpur participated
respectively. Three modules of leadership training were conducted for three days from
18th to 20th December, 2018 at Bhagwanpur and Pathiri.
The following table (No. 4:1) clarifies the number of participants in the four
instruments. A total of thirty-eight individuals participated in the research.

Table 4.1. Details of the Research Participants (n=38)
Sl. No.

Instruments for data
collection
Closed and open-ended
Questionnaires

Male
4

2.

Semi-structured interviews

5

5

10

3.

Focus Group

4

4

8

4.

Pre-post Intervention study

6

6

12

Total

19

19

38

1.

Participants
Female
4

Total
8

The male female ratio was 50% respectively and it provided a balanced
response to the research questions. Their responses were analyzed in detail in the
tables and charts under the research questions.
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Figure 4.5. Participants for research instruments (n-38).

As represented in Figure 4.5 all of the thirty-eight participants were different
individuals selected from the former and current staff members of BSS. The former
BSS staff members participated only in the data collection instrument of closed and
open-ended questionnaire. For all the instruments, participants were selected equally
from Bhagwanpur and Pathiri respectively. The data collection also was done in these
places. The ratio of the representation from both places also were 50% each
comprising an equal number of male and female staff members. Moreover, the
questions prepared for the closed and open-ended questionnaire and semi-structured
interviews were identical, and the process helped to focus on the issue under
consideration. The focus group’s guiding questions also were patterned to elicit the
needed information to understand the research questions. The pre-post test questions
for intervention study also were categorized to elicit the information on organizational
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culture, job satisfaction, and staff retention. The following tables and charts are
explanations and analysis of the data collected through the four research instruments.
Research Question #1: Description of Evidence
What was blocking the job satisfaction level among the staff of the organization?
This research question was to understand the basic problem faced by the
organization regarding staff attrition. In order to find out the facts, the researcher
employed different instruments. The closed and open-ended questionnaire for the ExBSS staff on job satisfaction and the interview questionnaire for present BSS staff
were the same, and the analysis of the data is presented as follows in the tables and
charts. The questions are clustered together in three categories including
understanding of organizational culture, reasons for and challenges to job satisfaction,
and suggestions for staff retention. The research question is to understand the reasons
for and challenges to job satisfaction in Christian organizations. The data was
analysed under the different themes.

Reasons for Staff Attrition
Table 4. 2. Reasons for Staff Attrition (n=18)
Sl. No.

a.
b.
c.
d.
e.
f.

Reasons

Attitude of the
people
Economic issues
Behavioral
problems
Family reasons
All of the above
Any other
Total

Number of participants for Questionnaire (Ex-BSS Staff) and
Interview (Current BSS staff)
Ex-BSS
staff
0

%

BSS staff

%

Total

%

0

0

0

0

0

0
0

0
0

0
0

0
0

0
0

0
0

2
4
2
8

25
50
25
100

3
5
2
10

30
50
20
100

5
9
4
18

27.78
50
22.22
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Figure 4.6. Reasons for staff attrition (n=18).

It is very interesting to note in this case that 25% of the Ex-BSS staff
suggested some other reasons than the common reasons. Other than the listed out
reasons, the 25% of the former and 20% of the current BSS staff members perceived
the reason for staff attrition as a matter of independence in work situation and lack of
experience in ministry. Participant no.1, a former BSS staff, responded that, “If
someone wanted to do something differently s/he has to leave the organization.”
According to the opinion of participant no.10, a current BSS staff, “The fresh NTC
graduate, who are appointed as teachers are not aware of the functions of BSS and
lack in the area of experience. They are not able to make comparisons of the other
Christian organizations. They think that other organizations are better and leave the
organization.” However, 50% of the participants agreed that attitudinal problems,
economic problems, family pressures are contributing to the staff attrition in BSS.
Many of them are coming from financially needy families and joined BSS because of
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their ministry commitment (bond) with BSS for their study scholarship at New
Theological College. Many of them are not able to support their families after their
studies. So, after completion of their bond period, many of them leave the
organization in search of better income and looking for greener pastures.

Motivation to Work in the Organization
Table 4.3. Motivation to Work (n=18)
Sl. No.

Motivation
Ex-BSS staff

a.
b.
c.
d.
e.

Salary
Pension
Friends in work
Job title
Challenging job
Total

80
70
60
50
40
30
20
10
0

2
0
0
1
5
8

Number of participants
%
BSS staff
%
25
0
0
12.5
62.5
100

1
0
1
0
8
10

10
0
10
0
80
100

Total

%

3
0
1
1
13
18

16.67
0
5.56
5.56
72.22
100
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Figure 4.7. Motivation to work (n=18).

The analysis clearly points to the agreement of both staff who left and were
presently working with BSS on the level of their motivational need. The challenging
job is the self-actualization need in Maslow’s hierarchy. For him it refers to “the
desire for self-fulfillment, namely, to the tendency for him to become actualized in
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what he [sic] is potentially. This tendency might be phrased as the desire to become
more and more what one is, to become everything that one is capable of becoming”
(Maslow "A Theory of Human Motivation" 382). The respondents all were involved
with Christian ministry in one way or other. According to this analysis, the
organizational activity of school ministry is not enough to motivate the staff. It shows
that they are more concerned about the challenging ministry, and the organization
needs to provide more space and create a proper structure that will give freedom to
the staff members to be involved in the ministry.

Understanding of Commitment in Organization
Table 4. 4. Understanding of Commitment (n=18)
Sl. No.

a.
b.
c.
d.
e.
f.

Commitment
Ex-BSS
staff
0
0
1
0
0
7
8

Maintaining membership
Commitment to decision
Commitment to goal
Commitment to team
Commitment to job
All of the above
Total

0
Maintaining membership

0
0

Commitment to decision

0

0
0
12.5
0
0
87.5
100

20

40

Commitment to team

0

Commitment to job

0
0

0
1
4
3
0
2
10

60

0
10
40
30
0
20
100

Total

%

0
0
5
3
0
9
18

0
0
27.76
16.67
0
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10
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%
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Figure 4.8. Understanding of commitment (n=18).
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According to the Ex-BSS staff studied, commitment was understood as
maintaining membership, commitment to corporate decisions of the organization and
fulfilling the goals along with the team. For them the job is one of the important
aspects of commitment. But for the current BSS staff, commitment to a goal was more
important as 40% of the participants agreed upon this fact. So, the new generation was
more concerned about alignment of personal as well as organizational goals and team
work than other aspects of organizational commitment.

Challenges to Job Satisfaction
Table 4. 5. Challenges to Job Satisfaction (n=18)
Sl. No.

Challenges

a.
b.
c.
d.
e.

Depression
Burnout
Loneliness
Overload
All of the above
Total

Ex-BSS staff
0
0
0
1
7
8

0

Depression
Burnout
Loneliness
Overload

20

0
0
0

Number of participants
%
BSS staff
0
3
0
1
0
1
12.5
1
87.5
4
100
10

40

60

%
30
10
10
10
40
100
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100
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10
10
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10
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40
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Figure 4.9 Challenges to job satisfaction (n=18).

Total
3
1
1
2
11
18

87.5

%
16.67
5.56
5.56
11.11
61.11

Iype 141
Those who left the organization point out that the challenges to job
satisfaction in Christian ministry are depression, burnout, loneliness and overload in
work situations. However, 30% of the present BSS staff are of the opinion that,
depression is one of the important reasons affecting the job satisfaction along with the
other factors.

Maintaining the Level of Job Satisfaction
Table 4.6. Maintaining Job Satisfaction Level (n=18)
Sl. No.
a.
b.
c.
d.
e.

Maintaining Job
satisfaction level
Increasing the personal
margin
Cultivating Spiritual
accountability
Lifelong learning
Practicing Spirituality
All of the above
Total

Increasing personal margin

0
0

Cultivating Spiritual accountability

0
0

Practicing Spiritual disciplines

Total
0

%
0

0

0

0

0

0

0

0
1

0
12.5

1
4

10
40

1
5

5.56
27.76

7
8

87.5
100
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10
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100

12
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66.67
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Figure 4.10 Maintaining job satisfaction level (n=18).
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Both categories of staff agreed upon the need for adequate engagement in
spiritual disciplines in life and faith. Forty percent of present BSS staff pointed out the
need for keeping personal spiritual disciplines in the midst of the problems and
difficulties in their lives and work. This is an eye opener to the fact that job
satisfaction starts from the personal life and ministry.
Focus Group Analysis on Job Satisfaction
Analysis of the data from one focus group conducted identified the following
themes regarding the question of job satisfaction.
The focus group was conducted among the current eight randomly selected
staff from Pathiri and Bhagwanpur. The instrument unearthed various aspects of job
satisfaction in a Christian organization. As depicted in the figure 4:11, the underlying
reasons for staff attrition are physiological, psychological, and spiritual. Participant D
observed that, “Sub-urban and rural working conditions of the organization is a major
impediment to the young people for staying long in the places.” This is for them a
physiological impediment to the staff retention. Another participant F contended that,
“Few people are growing in the hierarchy and others are left out in the process.” He
was working with the organization for the last ten years and was a senior staff
member. He observed that “Many who joined the organization after me have reached
the esteem need with job titles and grown in the ministry.” This calls for attention in
treating the staff in justice and equality where the staff polices are followed.
The spiritual impediments to job satisfaction that emerged in the discussion
were based on the individual’s call and commitment to the ministry. As the people
minister together, the policies of the organization regarding the ministry and the
freedom to be involved with Christian activities were restricted due to certain reasons.
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This kind of non-congruency in mission/vision between person and organization was
a cause for staff attrition.
The psychological impediment to the job satisfaction took place in the area of
trust and confidence between leaders and the staff. As a result, communication flow
and openness in organizational life was affected and it negatively contributed to the
job satisfaction level. This aspect of organizational culture is an important aspect for
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Figure 4:11. Impediments to job satisfaction (n=8).

job satisfaction. One of the impediments to job satisfaction emerged in the focus
group was barriers in the communication flow. As participant H of the focus group
observed, “[t]he leaders who are functioning as connecting point to the top leadership
and lower strata of the communication flow are creating problems by not passing the
complete information with transparency.”
Another reason for staff attrition was non-transparency in implementing the
staff policies. The local leaders were bypassing some of these policies to remunerate
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and award particular persons. It was causing a dissonance in job satisfaction of the
staff members who were neglected in appreciation and recognition.
One of the facts which was projected in the reasons was the non-congruence
of goals, vision and culture between the staff and organization. Therefore,
organizational culture and personal culture are related, and both are developed from
the beginning. Personal culture is developed from the birth of the person, and
organizational culture is developed from the founding of an organization.
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Figure 4.12. Motivation to work (n=8).

The participants of the focus group strongly asserted the need for just and fair
treatment of each staff member. For them freedom to function is very important for
growth. Participant F pointed out that, “In the given organizational culture a staff is
not given full freedom to function.” Participant C responded that, “Clan culture is
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only expressed in the words and hierarchy culture is practiced in every day function.”
This statement sums up the understanding of the participants about the organizational
culture of BSS.
From the focus group some of the challenges to job satisfaction components
evolved were partiality in dealing with staff and not trusting the senior staff for
delegation of the work. Another factor they discussed elaborately was the effect of
gossip and slander in creating conflict situations. These challenges are common to all
the organization.
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Figure 4.13. Challenges to job satisfaction (n=8).

But when these kinds of challenges creep into Christian organizations, which
are involved in Christian ministry in the remote areas of India, they are an indication
to the deteriorating condition of the credibility and relevance of the people of God in
the pluralistic context of India.
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From the discussions, it is appropriate to glean out the major themes that
evolved for further analysis of the research question. The responses of the participants
converged on several domains including physiological, psychological, spiritual and
cultural domains. From the analysis, a list of cultural domains was prepared; the
following themes emerged; and cultural domains were identified.

Table 4. 7. Analysis of Components of Research Question #1
Instruments

Reasons for staff
attrition
Attitude, Economic,
Behavioral, Family

Motivation to
work
Challenging Job,
Salary

Interview

Attitude, Economic,
Behavioral, Family

Challenging job,
Job title

Focus group

Non congruence of
goal/vision/culture,
Rural context, Unfair
treatment, no
freedom to function,
Barriers in
communication flow

Just and fair
treatment,
Freedom to
function,
Congruence of
personal culture
and
organizational
culture,
Fulfilment of
security needs

Questionnaire

Understanding of
Commitment
Commitment to
decision, goal,
team and job
Commitment to
goal
Commitment to
goal, Commitment
to growth,
commitment to
freedom to work

Challenges to Job
satisfaction
Depression,
Burnout, Loneliness,
Overload
Depression,
Burnout, Loneliness,
Overload
Partiality, not
following the staff
policies, not trusting
the staff, Gossip and
slander, no security
to the female staff

As the collected data was converged to these components, the following
similarities were identified. The three components of the research question regarding
blockages of job satisfaction in BSS are reasons for staff attrition, motivation to work
and challenges to job satisfaction.
Searching the Similarities.
From the three questions the following similarities were identified from the study.
1. Reasons for staff attrition in BSS are the attitude of the people, economic
concerns, behavioral complications, family matters, and the noncongruence of goal and culture of the staff and organization.
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2. The motivation to work in Christian organization is based on the challenge
of the job and salary and job title along with the freedom to function and
goal alignment.
3. The challenges to job satisfaction are psychological such as depression,
burnout, loneliness, and overload due to partiality, dissonance, and
discomforts.
Identification of Domains
From the analysis of the data, the blockage to job satisfaction in Christian
organizations can be put into the framework of physiological, psychological, spiritual
and cultural domains.
Physiological reasons are economic, family, nature of the job, and physical
working conditions. The psychological blockage to job satisfaction are depression,
burnout, loneliness and overload in the working situations and the need for justice and
fair treatment. Not following the staff policies and gossip and slander are also causing
psychological blockage in the minds of staff. The spiritual reasons for the job
satisfaction evolve from the injustice in dealing with the staff and non-congruence of
the call and vision of the staff and organization.
The participants in this research are all from Christian backgrounds and are
theologically trained people. The important reason for job satisfaction, according to
the respondents, is cultural. For them the culture of the organization in the mission
field needs to be in congruence with the personal culture for long term commitment
and job satisfaction. Moreover, they are not able to relate with the local culture as the
ministry places are situated in semi-urban and rural where the local culture is very
different from their own. The ethnicity of the respondents shows that they are coming
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from different states of India. So the culture of the organization and the culture of the
staff affects the job satisfaction directly.
Identified Themes
The responses related to research question number one lead to the identification of the
following four themes:
1. Job satisfaction in Christian organizations is based on the fulfillment of
physiological needs of the staff.
2. Job satisfaction in Christian organizations is based on the fulfilment of the
psychological needs of the staff.
3. Job satisfaction in Christian organization is based on the fulfilment of the
spiritual needs of the staff.
4. Job satisfaction in Christian organizations is based on the fulfilment of
cultural needs of the staff.
To sum up, the data collected in response to research question #1 projected the
following responses: Job satisfaction in BSS as a Christian organization is directly
related with the basic physiological needs of humans for survival. It is the need for
sustenance and challenging job. Eighty percent of BSS staff and 62-5% Ex-BSS staff
clearly said that the challenge of the job is the motivating factor for continuing in the
organization. However, this aspect of the job satisfaction is a self-actualization need.
The challenges to the fulfillment of this need are psychological in nature. As 87.5% of
Ex-BSS staff and 40% of present BSS staff pointed out, the psychological reasons
such as depression, burnout, loneliness and overload cause job satisfaction in BSS.
Moreover, as Christian ministers they have also expressed spiritual reasons for job
satisfaction. The non-congruence of their personal ministry vision with that of
organizational vision is an important reason for blockage of job satisfaction in BSS. A
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majority of 87.5% of former BSS staff and 40% of the current BSS staff understood
commitment to be commitment to the organization’s goal. Another reason for job
dissatisfaction in BSS is based on the congruency in organizational culture and
personal culture. The focus group clearly pointed out that unfair treatment of staff and
failure to implement the staff policies equally for every staff member are cultural and
spiritual issues. Many of the participants expressed their concern in this regard.
Participant A asserted that a “few are getting the benefits and progressing in their job
and others are left out in the process.” They pointed towards the just and fair
treatment of the staff according to the policies without any other considerations.
Research Question #2: Description of Evidence
What interventions based on the best practices from peer organization, might
reverse the trend of staff attrition?
In order to find out the answer to the research question a pre-post intervention
study of leadership training was conducted for the selected 12 staff of the organization
to understand this question. The purpose of the pre-post intervention study was to
understand the change in job satisfaction level of the current BSS staff, which in turn
might reverse the trend of staff attrition. The nature of the change was calculated by
analyzing the pre-post test results. Taking the statistically significant mean difference
in the categories the changes were ascertained. The research question #3 and the
following explanations are the statistical analysis of the pre-post test results and
calculation of the mean.
The three pre-post intervention study modules were prepared and studied
together during the program. The first module was on the aspects of context,
characteristics and praxis of ministry of BSS in Haridwar district. The second module
elaborately discussed the organizational culture and motivation theories and their
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relevance in BSS. The third module was based on the Biblical and theological
foundations of leadership and organization and elaborately analyzed the
organizational culture of Emmanuel Hospital Association (EHA) the parent
organization of Hurbertpur Christian Hospital (HCH), Dehradun.
The comparative study of the peer Christian organization helped the
participants to evolve concrete perspectives on relation between the organizational
culture and job satisfaction. The organogram is depicted in figure 4:14.
The organogram of EHA in which HCH is a unit was analyzed for the
intervention study of Christian peer organization. The three intervention training
modules were administered from 18th December 2018 to 20 December 2018 at
Bhagwanpur and Pathiri respectively.
In the first session the context of the ministry was discussed in the framework
of importance of the place Haridwar to categories and current praxis of ministry. It
also considered the impact and impediments to the ministry along with the ways to
incorporate religious dimensions into social service. In this session we discussed the
need based perspective of motivation and job satisfaction on the basis of Maslow’s
hierarchy of needs. It also looked into the various types of organizational cultures in
the light of the present practice of the organization.
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EHA General Body

EHA Board of Directors

EHA Executive
Committee
Executive Director
(CEO)

Regional governing board
consists of ED, RD, Head of
the regions hospitals and 2-3
co-opted members from the
community of good standing

Regional Director

Unit Management committee
(UMC) consists of all Unit
Officers and 3 Staff
Representatives and a local
person with good standing
Managing
Director

Managing Director of
local Hospital (HCH)

Community health
directors, Nursing
School Principals etc.

Medical Director

Consultants, Senior
managers, junior
managers,
Administrative
assistants

Figure 4. 14. Organogram of Emmanuel Hospital Association (EHA) (Parent
body of Hurbertpur Christian Hospital (HCH), Dehradun).18

18

Adopted from the available information on Emmanuel Hospital Association
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In the second session we discussed in detail the core values and how it is
expressed in the ministry of the organization. The third session on theology of
organization analyzed in detail the Trinitarian model as the theological foundation for
organization. It concluded with the comparative study of the organizational culture of
both BSS and EHA and the administrative structure. The emphasis of EHA
organogram was on the shared leadership pattern in local and central leadership,
whereas the organizational culture of BSS (portrayed in the second chapter) was
based on the flow of information and decision making by an individual leadership
pattern. In EHA culture people from the community also participated in the decision
making process. The participants understood the need for transparency and a shared
decision making process in any Christian organization.

Table 4. 8. Components of Vision, Context and Core Values of BSS and
Emmanuel Hospital Association (EHA)19
Sl. No.

Components

1.

Vision

2.

Context

3.

Core values

BSS

EHA

To be a premier
organization, holistic
development and
transformation, within the
communities, based on the
life and teachings of Jesus
Christ
Semi-urban and rural

Fellowship, transformation,
through caring

All humans created in the
image of God, Evangelism
and social service are
partners in mission, Service
with righteousness and
justice, Committed to the
poor, Freedom with
responsibility.

Strive to be transformed people,
Servant leadership, Teamwork,
exist for poor and marginalized,
strive to render highest possible
quality in service

Semi-urban and rural

The pre-test questionnaire was administered in the beginning of the first
session. All the participants filled up the form and graded the questions according to
19

Consulted the available records and documents published by the organizations.

Iype 153
the four-point scale with 1 being the lowest and 4 being the highest value. The same
questionnaire with a few questions about the method and usefulness of the exercise
were administered after the three-module leadership training. Both the pre-post test
graded means for each clustered question was summed up and used to analyze each
participant’s change in job satisfaction level.
Research Question #3: Description of Evidence
What was the change in job satisfaction level after the intervention?
The participants were asked to respond to thirty-five questions in the pre-post
test questionnaire. The pre-test incorporated the demographic details which is
analyzed in the beginning of this chapter in Figure 4. 4. The post-test questionnaire
also analyzed the quality of the training along with the suggestions to improve the
training. The following Figure 4: 15. is an explanation of the findings. According to
this chart, five out of twelve participants expressed that the comparative analysis of
the peer Christian organization was most beneficial in study. Another five participants
asserted that all of the modules were beneficial to them in understanding organization
from a Christian perspective. Only two participants responded to the question on
suggestions for improving the study. Participant no.1 asserted that, “I am looking for
how to bring good understanding between staff and leadership in a healthy
atmosphere and team spirit.” The response suggests the need for more analysis of the
organizational climate. Participant no.7 suggested that a “module on people’s need
analysis” will help to improve the training. However, the participants suggested that
continued training in leadership in BSS could foster a better understanding and a
conducive atmosphere for creating an organizational culture of participation and
progress.
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0
1. Most helpful module in the training:…
Organizational Culture

5
1
1

Biblical and theological foundations and…

5

Above all
2. Suggestion to improve the training: Need…
Organizational climate

10

5
1
1

No response

10

Figure 4.15. Evaluation of quality of intervention study (n=12).

The thirty-five pre-post test questions were identical and clustered according
to various themes. The questions 1 to 10 analyzed the characteristics of organization.
Questions 11 to 20 were about the relationship in the organization. Questions 21- 27
analyzed the job satisfaction with regard to organizational culture. Questions 28-35
analyzed the change of attitude of the staff towards job satisfaction.

Table 4. 9. Pre-Post Intervention Analysis of Organizational Characteristics (n=12)
Sl. No.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Questions
Embrace the mission of the school
Support to my call
Aware of the policies
Awareness of the vision and mission
Aware of the core values
Congruency of vision
Family atmosphere
Willingness to take risk
Organization as result oriented
Organizational control and structure
Mean

Pre-test
mean
3.75
3.17
4
3.91
3.83
3.33
3.58
3
3.58
3.83
3.598

%
93.75
79.25
100
97.75
95.75
83.25
89.5
75
89.5
95.75
89.95

Post-test
mean
3.66
3.25
3.91
4
3.83
3.83
3.66
3.25
3.25
3.75
3.693

%
91.5
81.25
97.75
100
95.75
95.75
91.5
81.25
81.25
93.75
90.97
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0

50

100

150

93.75
91.5

Embrace the mission of the school

79.25
81.25

Organization support my call
Awareness of the policies

100
97.75

Awareness of the vision and mission

97.75
100
95.75
95.75

Awareness of the core values
83.25

Congruency of vision

95.75
89.5
91.5

Family atmosphere
75

Willingness to take risk

81.25
89.5
81.25

Organization as result oriented

95.75
93.75

Organizational control and structure

Pre-test

Post-test

Figure 4.16. Organizational characteristics (n=12).
Table 4.9. portrays the mean analysis of the 12 participant’s response for the
job satisfaction on organizational characteristics. The total pre-test score is 89.95%
and the post test score is 90.97%. Through the intervention study there was a variation
in the level of understanding. One of the areas where change happened was in the
congruency of the vision. The post-test clearly shows that change had taken place in
the process of the leadership training. The score was 83.25% in the pretest and it
increased to 95.75% in the post test. This significant finding is very much in line with
the finding of the other instruments that were analyzed. Therefore, vision congruency
is an important factor which may contribute to the job satisfaction level in Christian
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organizations. During the intervention study, many of the participants became more
aware of the staff policies and acquired a better understanding of the nature of the
organizational structure.

Table 4.10. Pre-Post Intervention Analysis of Organizational Relationship (n=12)
Sl. No.

Questions

Pre-test
mean

%

Post-test
mean

%

1.

Leaders are approachable, appreciative and
caring

3.66

91.5

3.66

91.5

2.

Feel relaxed to do the job

3.58

89.5

3.75

93.75

3.

Feel pressurized to do the job

2.58

64.5

2.08

52

4.

Leadership is concerned with profit making

2.5

62.5

2.58

64.5

5.

Well-structured offices and job description

3.75

93.75

3.66

91.5

6.

Satisfied with the team spirit

3.33

83.25

3.41

85.25

7.

Decision making is participative

2.83

70.75

3.08

77

8.

Staff function with competitive spirit

2.92

73

2.75

68.75

9.

Organization provides all staff benefits

3.42

85.5

3.66

91.5

10

Mutual trust among the staff

3.42

85.5

3.41

85.25

3.12

79.96

3.204

80.1

Mean

0

20

40

60

80

91.5
91.5

Leaders are approachable and caring

89.5
93.75

Feel relaxed to do the job
Feel pressurized to do the job

52

Leadership is concerned with profit…

64.5
62.5
64.5
93.75
91.5

Well-structured offices and job description

83.25
85.25

Satisfied with the team spirit
70.75
77

Decision making is participative

73
68.75

Staff function with competitive spirit

85.5
91.5

Organization provides all staff benefits

85.5
85.25

Mutual trust among the staff
Pre-test

100

Post-test

Figure 4.17. Organizational relationship (n=12)
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The intervention study affected the participants’ level of job satisfaction by
reducing the pressure they felt in the work situation and enabling them to see the
ministry in a more relaxed way. Significant change happened in the area of the
decision making process. 70.75% pre-test score changed to 77% in the post test. This
change shows that the participants understood the need for participative decision
making for job satisfaction and retention of staff. At the same time, they felt pressured
in their jobs as the score of 64.5% post test results show. However, they understood
more about this aspect during the intervention study and realized the need of
relaxation as revealed by the score of 52%. Their understanding of the provision of
benefits to the staff members by the organization also improved as the score increased
from 85.5% to 91.5%. All these factors clearly suggest that their job satisfaction level
could be improved if the organization takes steps to address these factors.

Table 4. 11. Pre-Post Intervention Analysis of Job Satisfaction and
Organizational Culture (n=12)
Sl. No.

Questions

Pre-test

%

Post-test

%

1.

Glue that hold the organization is the goal

3.67

91.75

3.58

89.5

2.

Very strict in following the policies

3.58

89.5

3.08

77

3.

Committed to staff development

3.5

87.5

3.66

91.5

4.

Neglect values and policies for growth

2.25

56.25

2.58

64.5

5.

Desire steady and slow growth

3.41

85.25

3.25

81.25

6.

Measure success by team achievement

3.42

85.5

3.25

81.25

7.

Success is student strength and income

3.42

85.5

2.91

72.75

3.32

83.04

3.19

79.68

Mean

The intervention study has brought many changes in the understanding of the
participants with regard to the relationship between organizational culture and job
satisfaction. They have observed that success is not understood in terms of
achievements, increasing the number of students, and income in the organization as
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the score decreased from 85.5% in the pre-test to 72.75% in the post test. Moreover,
they have changed their thinking on the question of neglect of values and policies for
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91.75
89.5

Glue that hold the organization is the goal
Very strict in following the policies

89.5

77

87.5
91.5

Committed to staff development
56.25

Neglect values and policies for growth

64.5
85.25
81.25

Desire steady and slow growth

85.5
81.25

Measure success by team achievment
Success is student strength and income
Pre-test

72.75

85.5

Post-test

Figure 4.18. Job satisfaction and organizational culture (n=12).

growth as the score increased from 56.25% to 64.5%. This understanding was an
affirmation to the earlier finding that staff policies are not followed strictly in the
organization. All these findings indicate the deteriorating degree of job satisfaction in
the organization.

Table 4.12. Pre-Post Intervention Analysis of Change in Job Satisfaction Level
(n=12)
Sl. No
1.
2.
3.
4.
5.
6.
7.
8.

Questions
Salary is enough for meeting the needs
Able to practice spiritual discipline
Getting training to develop
Continue for long term in BSS
BSS is good example for Christian
organization
No change needed in the organization
Need change in approach to staff
I have full freedom to do my job and develop
Mean

100

Pre-test
3.25
3.75
3.58
3.33
3.75

%
81.25
93.75
89.5
83.25
93.75

Post-test
3.25
3.5
3.5
3.5
3.5

%
81.25
87.5
87.5
87.5
87.5

3.5
3.42
3.42
3.5

87.5
85.5
85.5
87.5

3.42
3.42
3.42
3.44

85.5
85.5
85.5
86
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Salary is enough for meeting the needs
Able to practice spiritual discipline

87.5

Getting training to develop

87.5
83.25

Continue for long term in BSS

89.5

87.5

BSS is a good example for Christian…

87.5

No change needed in the organization

85.5

Need change in the approach to staff

85.5
85.5

I have full freedom to do my job

85.5
85.5

Pre-test

93.75

87.5

Post test

Figure 4.19. Change in the job satisfaction level (n=12).

From Figure 4.19 three aspects in job satisfaction in Christian organizations
need attention. Both pre and post-tests clearly portray that they are content with the
salary and thus they are satisfied with the basic needs in life. Therefore, the salary was
not the major reason for dissatisfaction in Christian organizations. However, their
views about the ability to practice spiritual discipline changed significantly during the
intervention. The percentage of participants who felt there was an adequate practice of
spiritual disciplines dropped from 93.75% in the pre-test to 87.5% in the post test. In
Christian organization the ability to adequately practice Christian disciplines is a
major indicator of job satisfaction. Similarly, the respondent’s view of BSS as an
exemplary Christian organization changed during the intervention. The percentage of
those who felt that BSS was a good example for a Christian organization dropped
from 93.75% in the pre-test to 87.5% in post test. Therefore, the number who
suggested that the organizational culture should change increased. In the pre-test
87.5% said that no change was needed, but in the post-test score only 85.5% said that

93.75
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no change was needed. The participants responded positively to the question about
continuity and retention. In the pre-test 83.25% indicated that they wanted to continue
long term, and in the post-test to 87.5% responded that they hoped to continue.
Therefore, the intervention study helped the respondents to formulate perspectives
about their ministry with BSS. The research question regarding the change in job
satisfaction levels clearly calls for Christian organizations to rethink organizational
cultural change and recognize the need to cater to the spiritual needs of the staff. It
also calls for Christian organizations to invest in human resource development. The
pre-test score on the question of staff development dropped from 89.5% to 85.5% in
the post-test.
T-Test of the Pre-Post Intervention Study
A t-Test was conducted on the collected data to further understand whether the
changes were statistically significant. The participants were coded according to the
numerical number 1 to 12 and provided two samples such as pre-test score and post
test score. These scores were analyzed to find out the t Statistic, Probability value, t
Critical one tail and t Critical two tail values.

Table 4.13. t-Test Data of the Pre-Post Intervention Study (n=12)
Code & number of
Participants
1
2
3
4
5
6
7
8
9
10
11
12

Pre-test score
mean
3.02
3.28
3.17
3.8
3.62
3.6
3.97
3.42
2.94
3.22
3.6
2.82

Post-test score
mean
3
3.54
3.42
3.82
3.4
4
3.74
2.91
3.08
3.31
3.481
2.74
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The data of pre and post intervention score means were taken for the analysis. Table
4.13 is the explanation of the data from the study. This data was analyzed through
Excel Data Analysis method. The test results are portrayed in Table 4. 14.

Table 4.14. t-Test Results
t-Test: Paired Two Sample for Means
Pre-test

Post-test

Mean

3.371666667

3.370083333

Variance

0.126924242

0.146729174

12

12

Observations
Pearson Correlation
Hypothesized Mean Difference
df
t Stat

0.769297319
0
11
0.0217343

P(T<=t) one-tail

0.491524573

t Critical one-tail

1.795884819

P(T<=t) two-tail

0.983049147

t Critical two-tail

2.20098516

The t-test results show that the t Statistic value of 0.0217343 is lesser than the
t Critical two-tail value 2.20098516. It is a clear indication that the change was not
statistically significant. The Probability value is 0.98304914 is higher than alpha
value 0.05. Therefore, the answer to the research question #3 need to be analyzed in
this framework. The participants understood certain facts about the organization
through the study. The leadership training increased the understanding of organization
but the changes were not statistically significant with regard to change in the job
satisfaction level. It is also an indication that more than training, other aspects of
organizational culture are contributing factors to job satisfaction and staff retention in
Christian organizations.
Organizational Culture of BSS
In the intervention of leadership training one of the three modules
incorporated detailed analysis of organizational culture using the Organizational
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Cultural Assessment Instrument explained by Cameron and Quinn in their work
Diagnosing and Changing Organizational Culture Based on Competing Value
Framework. One of the modules in the intervention study elaborately discussed the
organizational types in relation to the organizational culture of BSS and EHA as peer
Christian organizations. On the basis of the discussions held during the intervention,
the participants were asked to evaluate the organizational culture of BSS and to
identify the culture as the table 4.15. explains. Therefore, the post-test questionnaire
incorporated questions about the present culture of BSS and the preferred culture of
BSS in light of the study with the most helpful module in the intervention of
leadership training which had already been analyzed.

Table 4.15. Organizational Culture of BSS (n=12)
Sl. No.

Organizational Culture
Present
Culture
7

Number of participants
%
Preferred
%
Culture
58.33
8
66.66

Total

%

15

62.5

a.

Clan culture

b.

Adhocracy culture

1

8.33

3

25

4

16.66

c.

Hierarchy Culture

0

0

1

8.33

1

4.16

d.

Market Culture

0

0

0

0

0

0

e.

Mixture of the above

4

33.33

0

0

4

16.66

12

100

12

100

24

Total
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Figure 4.20. Organizational culture of BSS.

According to the table 4.15, 58.33% of the participants identified clan culture
as the present organizational culture of BSS. Moreover, they re-affirmed that the
organization should continue with the same culture in the future as 66.66% of the
participants pointed out in the post-test. Another 33.33% of the respondents identified
the present culture as a mixture of the four cultures. Therefore, the findings of
intervention study were in agreement with findings from the other instruments.
Identification of Domains
Four important domains evolved from the analysis of the pre and postintervention study. The first was vision and mission congruency. To maintain job
satisfaction in Christian organizations, it is important that the vision and mission of
the staff be congruent with the vision and mission of the organization.
The second has to do with participative decision making. The participants
observed that in Christian organizations participative decision-making process is more
productive than control and a structured approach. It also contributes to the level of
job satisfaction in the Christian organization.
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The third domain was that transparency in policy matters. The respondents
projected the need for following the staff policies strictly to make sure that equality
and justice exist in staff development. The process of transparency would contribute
to job satisfaction.
Finally, the fourth domain was change in the organizational culture. The
respondents agreed about the need for cultural change in the organization. BSS as a
Christian organization needs to change its culture because the present culture affects
their spiritual practices and the job satisfaction of its staff. The analysis indicated that
although the organization has a clan culture, it has failed to implement the principles
of a clan culture. The respondents wanted to see the organization continue with a clan
culture but grow and improve in the implementation of clan culture’s principles. If the
organizational culture changes and improves it may give greater job satisfaction to the
staff.
Identified Themes
The themes identified from the domains are as follows:
1. Job satisfaction in Christian organization is directly related to the
congruency of vision and mission of staff and organization.
2. Participative decision-making will contribute to job satisfaction
3. Transparency in staff policy matters are important for maintaining job
satisfaction in Christian organization
4. Spiritual culture of the Christian organization is directly related with
the job satisfaction.
5. Clan culture in BSS will contribute to the job satisfaction level.
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To sum up the identified themes are in line with the findings of the data collect
for the previous research questions and directly links the job satisfaction in Christian
organization to the organizational culture.
Research Question #4: Description of Evidence
What are some other factors which may have influenced the staff attrition and
job satisfaction?
In addressing this research question the answers to the open-ended questions
in questionnaire and interview along with focus group data were analyzed in detail.
The answers to the questions were codified according to the recurring themes and
analyzed in the following tables and figures. The questionnaire to former BSS staff
and open-ended interview answers were codified in this process and the emerging
similarities were identified. These similarities were then analyzed for finding out the
domains and the theme.

Other Reasons for Staff Attrition
Table 4:16. Other Reasons for Staff Attrition (n=18)
Sl. No.

Reasons

Number of participants

a.

Family reasons

Ex-BSS
staff
1

c.

Unfair treatment

0

0

1

10

1

5.56

d.

Attitude of the people

0

0

2

20

2

11.11

e

Non congruence of
goal
Economic reasons

2

25

2

20

4

22.22

0

0

1

10

1

11.11

Semi-urban rural
context
No response

0

0

1

10

1

5.56

5

62.5

0

0

5

27.78

Total

8

100

10

100

18

f.
g.
h.

%

BSS staff

%

Total

%

12.5

3

30

4

22.22
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Figure 4.21. Other Reasons for Staff Attrition (n=18).

This was an explanation of the responses to the closed ended question, and the
points that evolved from the personal reflections of participants during the interview.
Family reasons such as aged parents and marriage of the staff were some of the
reasons for the attrition. Twenty-five percent of the Ex-BSS staff opined that in order
to do things differently, people may leave the organization. According to the opinion
of the current BSS staff, effective management (40%) was the contributing factor for
job satisfaction and staff retention.
Other Factors Affecting Job Satisfaction
In the questionnaire and semi-structured interviews, a direct closed-ended
question was asked about the other factors which may affect job satisfaction in an
organization. The analysis is as follows.

Table 4.17. Other Factors Affecting Job Satisfaction (n-18)
Sl. No.

a.
b.
c.
d.
e.
f.

Other factors affecting job
satisfaction
Organizational policies
Opportunity to grow
Recognition
Supervision
Working condition
All of the above
Total

Ex-BSS
staff
1
0
0
0
0
7
8

Number of participants
BSS
%
Total
staff
12.5
1
10
2
0
2
20
2
0
1
10
1
0
1
10
1
0
2
20
2
87.5
3
30
10
100
10
100
18
%

%
11.11
11.11
5.55
5.55
11.11
55.55
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Figure 4.22 Other factors affecting job satisfaction (n=18).

From the above analysis it is very clear that the factors affecting the job
satisfaction in an organization are the policies, opportunity to grow, working
conditions, supervision, and recognition. Both Ex-BSS staff and BSS staff were in
agreement on these factors.

Other Motivations to work
Table 4.18. Other Motivations to Work (n=18)
Sl. No.

Motivation
Ex-BSS staff

a.
b.
c.
d.
e.
f.

Justice and fair
treatment
Good salary
Effective
management
Congruence of
goals
Good facilities
No response
Total

90

12.5
10

Organizational policies
Opportunity to grow

10

Number of participants
%
BSS staff
%

Total

%

2

12.5

3

30

5

27.78

1
1

12.5
12.5

1
4

10
40

2
5

11.11
27.78

2

25

1

10

3

16.67

1
1
8

12.5
12.5
100

1
0
10

10
0
100

2
1
18

11.11
5.56
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In the table it is very clear that the 40% present BSS staff are in agreement that
effective management is one of the factors that motivates them to continue in the
organization.
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25
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20
15
10

12.5

12.5
10

12.5
10

5
0

12.5
10

12.5

0

Ex-BSS staff

BSS staff

Figure 4.23. Other motivations to work (n=18).

Justice and fair treatment and congruence of goals are the recurring themes
emerging out of the study in job satisfaction and motivation. Justice and fair treatment
of staff and effective management and congruence of goals are some of the important
motivations for job satisfaction. These reasons also affect the job satisfaction and
results in the staff attrition. As the total number of staff members studied were thirtyeight, the percent of the respondents are relative. In the tables the highest number of
respondents matters because the study was tempered by the small group.
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Other Ways for Maintaining Job Satisfaction Level
Table. No. 4. 19. Other Way for Maintaining Job Satisfaction (n=18)
Sl. No.
1.
2.

Questions
Keeping the personal vision
Keeping balance in work and
ministry
Practicing justice, equality,
transparency and consistency
Keeping rhythm in work style
Practicing spiritual disciplines
Keeping good testimony
No response

3.
4.
5.
6.
7.

Total

Ex-BSS
Staff
1
2

%

%

Total

%

12.5
25

BSS
Staff
2
1

20
10

3
3

16.67
16.67

2

25

0

0

2

11.11

1
0
0
2
8

12.5
0
0
25
100

2
3
2
0
10

20
30
20
0
100

3
3
2
2
18

16.67
16.67
11.11
11.11

30
30
25

25

25

25

20

20

20

20
15

12.5

12.5

10

10

5

0

0

0

0

0

Keeping Balance in Practicing Keeping Practicing Keeping
No
personal work and justice rhythm in spiritual
good
response
vision
ministry
work disciplines testimony
Ex-BSS staff

BSS staff

Figure 4.24. Other ways for maintaining job satisfaction (n=18).

The 30% respondents agreed that maintaining job satisfaction is possible by
practicing spiritual disciplines. Practicing justice and consistency in work is another
way of keeping a high satisfaction level in the work situation. Keeping personal vision
in the job is another challenge in job satisfaction.
Suggestions for Staff Retention
The participants suggested some steps for staff retention in Christian
organizations in response to the open-ended question and focus group. The answers
were codified according to the recurring themes and analyzed.
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Table No.4.20. Suggestions for Staff Retention (n=18)
Sl. No.

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11

Suggestions

Fair salary and increment policies
No discrimination on gender, caste and
ethnicity
Participative decision making
Mentoring and counselling to the staff
Continues vision casting
Training in team ministry, spiritual
disciplines
Implement transfer policy
Policies for NTC graduates
Regular interaction with leaders
Delegation and equality in work
No response
Total

Number of participants
BSS
%
Focus
staff
group
12.5
0
0
1
12.5
0
0
2

Ex-BSS
staff
1
1

%

%
12.5
25

1
0
0
1

12.5
0
0
12.5

0
3
2
2

0
30
20
20

0
0
0
0

0
0
0
0

0
0
0
2
2
8

0
0
0
25
25
100

1
2
0
0
0
10

10
20
0
0
0
100

0
1
2
2
0
8

0
12.5
25
25
0
100

30
30

25

25 25 25 25
20

20
Ex-BSS staff

12.5
12.512.5

12.5

20
12.5

20
12.5

10

10

BSS staff

0

0

00

0 0

0 0

0

0 0

0

00

0

00

0
BSS staff Focus group

Figure 4.25. Suggestions for staff retention (n=18).

The figure 4.25. portrays the suggestions made by the participants of the study
to the crucial question of staff retention in BSS. Mentoring and counselling of the
staff was one of the areas the organization needs to improve to minimize the staff
attrition, as 30% of the current BSS staff pointed out this need in their responses.
According to the Ex-BSS staff, the cause of staff attrition in BSS is the discrimination
felt by the staff on the basis of gender, caste and ethnicity. Because the staff are from
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various states of India, speak many languages, and have different cultural
backgrounds, it is a major challenge for the organization. Other important steps to
staff retention, according to the focus group, are regular interaction and
communication with leaders, delegation of responsibilities, and equal chances for the
staff to work. The Ex-BSS staff also agreed with the need for change in the
organizational culture.
Biblical Management Model
All of the staff who participated in the research were believing Christians and
the respondents expressed their preference for the management model they wish to
see in the organizational culture.

Table 4. 21. Biblical Management Models (n=18)
Sl. No.

Biblical models
Ex-BSS
staff
0

%

Number of participants
BSS
%
Total
staff
0
1
10
1

5.56

%

1.

Mosaic model of Delegation

2.

Nehemiah model of visionary leadership

0

0

1

10

1

5.56

3.

Pauline model of accountability

0

0

0

0

0

0

4.

Jesus model of servant leadership

4

50

4

40

8

44.44

5.

All of the above

4

50

4

40

8

44.44

8

100

10

100

18

Total
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0
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10
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40

All of the above

40

Ex-BSS staff

50

BSS staff

Figure 4.26. Biblical management model (n=18).

The above analysis on the Biblical leadership models brings home the fact that the
Christian organizations need to integrate principles of leadership from the Bible.
Moreover, the leadership example that Jesus lived out is the best basis for the
organizational culture in Christian organizations.
Identification of Domains
The analysis of the various components of the data converged to four domains.
The first was effective management. The participants pointed out that effective
management principles will help the organization to grow and contribute to the job
satisfaction level.
The second has to do with space for spirituality. Affirming the earlier finding
on practice of spiritual disciplines, the participants noted that as an organization it
need to have a space for the spiritual activities and fellowships. This will in turn affect
the job satisfaction in Christian organizations.
The third domain was the mentoring and counselling. This domain came out
very forcefully as 30% of the current BSS staff agreed that mentoring and counselling

50
50
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was essential for the job satisfaction. The staff are not able to be open about their
problems. Therefore, they suggest that knowing the problems of the staff is necessary
for solving the issues among the staff. Proper counselling and committed mentoring
would help them to understand the situation. Many of them are young graduates and
beginners in the ministry.
Finally, the fourth domain was on leadership and they agreed on Jesus’ model
of leadership. The observations of the respondents on the question of the Biblical
model of leadership agreed upon the leadership style of Jesus. The servant-leader
model calls for them to practice relational leadership. Jesus practiced the relational
leadership style.
Identified themes
The identified themes portray the other motivational factors which increase the
job satisfaction level in BSS particularly and the Christian organizations working in
the context.
1. Job satisfaction in Christian organization is directly related to effective
management.
2. Personal and corporate spiritual practices are important factors that
contribute to job satisfaction in Christian organization
3. Mentoring and counselling by the leaders and colleagues will minimize
staff attrition in Christian organizations.
4. Servant model leadership in Christian organizations will motivate the staff
to follow and witness.
Summary of Major Findings
The chapter elaborately analyzed the data collected for this project. The
information shared by the Ex-BSS staff and present BSS staff was enriching. The
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analysis helped to find out the answer to the four research questions. All four
instruments including close and open-ended questionnaires, semi-structured
interviews, focus group and pre-post intervention study unearthed much data
regarding the questions, and the findings were codified systematically. The role that
the organizational culture has in relation to job satisfaction in Christian organizations
with special reference to BSS was analyzed in the research. Some of the important
findings are as follows.
1. Job satisfaction in BSS is based on the fulfillment of physiological,
psychological and spiritual needs of the staff.
2. The challenging job is the motivating factor for staff to continue in the
BSS.
3. Job satisfaction in BSS is directly related to the cultural congruency
between organization and staff.
4. Commitment in BSS is understood as reciprocal partnership to the
organizational decisions, goals, team, and job.
5. Participative decision making and relational transparency in implementing
staff policies contribute to job satisfaction level.
6.

Job satisfaction in BSS is directly related to effective management
principles based on Jesus’ model of servant leadership.

7. Personal and corporate spiritual practices along with mentoring and
counselling minimize staff attrition level.
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CHAPTER 5
LEARNING REPORT FOR THE PROJECT
Overview of the Chapter
The goal of any organization is to survive in the midst of struggle and continue
to serve the society. Bharat Susamachar Samiti is a Christian organization working in
the multi-cultural context of North India in the state of Uttarakhand. The vision of the
organization is to bring “holistic development and transformation within communities
based on the life and teaching of Lord Jesus Christ.” In line with this vision, it started
two schools in Haridwar district one of the religiously important places in the state.
The organization is facing a problem of staff attrition as many of the staff will work
for a while and leave the organization for many reasons, and it is adversely affecting
the institutions in their progress. In this context, the objective of this study was to find
out the role of organizational culture in Christian organizations for job satisfaction
and staff retention with special reference to BSS. The study also helped to understand
the reasons of the staff attrition and suggested some measures that could be taken to
minimize the dropout level. The goal was to help the organization formulate policies
that would contribute to the job satisfaction level in the organization.
This chapter identifies seven findings from this research project and explains how
they correspond to personal observations, the literature survey, and the biblical and
theological framework of the project. The chapter then discusses the limitations of
the research study, identifies unexpected observations, and makes recommendations
for further study. The chapter then makes recommendations based on the research
findings and the suggestions made by the participants who contributed to the study in
their given context. A reflection of the research journey is also added as a postscript.
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Major Findings
First Finding
Fulfillment of Physiological, Psychological and Spiritual Needs Result in Job
Satisfaction
Christian organizations emerging with a single vision to evangelize the
unreached expand their horizons to wider social ministries. BSS registered as an
organization in 1987 under the Society Act. To fulfil the vision of reaching the
unreached, New Theological College was established in 1987 to train young men and
women to spread the good news of Jesus Christ to every Jathis (people groups). On
the basis of this mission, BSS created an organizational culture. The ministry
expanded to the other areas of education, to the underprivileged, to child development
and to community development. This growth affected the organizational culture of
BSS. The organization has undergone a process of divisionalization as the ministries
expanded. This differentiation caused emergence of sub-cultures in BSS. The
founders started it with a strong clan culture type organization based on Christian
character. Therefore, the emphasis of the team ministry, employee development,
participation, commitment, and loyalty were the basic frame work of the
organizational culture of BSS.
During the research, the participants elaborately analyzed the role of
organizational culture in BSS for job satisfaction. The respondents to questionnaire
and interviewees pointed out that the organizational culture of BSS is hierarchical in
nature. The former BSS staff observed that both hierarchical and clan culture types
are present in the organization. But the present BSS staff felt that hierarchy culture is
increasing as the organization is growing and divisionalization is happening in BSS.
One of the observations made in the focus group sums up the feeling of the staff in
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this regard. Focus group participant C observed that, “Clan culture is only expressed
in the words and hierarchy culture is practiced in every day function.” After the
intervention study, the participants understood the cultural types of organization and
they preferred the clan culture for the growth of BSS. In this context the impediments
to job satisfaction were also related to the organizational culture. The participants
highlighted three areas of impediments in job satisfaction with related to the
organizational culture.
First, the physiological needs. This is the basic need for food, and sustenance.
In the intervention study, the responses to job satisfaction, as it relates to the
organizational culture, revealed that both achieving the goal of the organization and
staff development are important criteria for job satisfaction. The “motivationhygiene” theory of Herzberg noted in literature review help us to understand the job
satisfaction in BSS. As the theory says, the hygiene factors are the “dissatisfiers.” In
BSS they include the attitude of the people, economic issues, behavioral problems,
and family reasons. The motivator factors are based on the challenge of the job in the
organization. This is a self-actualization need, and as Christian ministers they are very
concerned about the achievements through participation, teamwork and freedom, and
the opportunity to do the ministry creatively.
Therefore, as a Christian organization, BSS should try to eliminate the
situations that cause dissatisfaction by improving on the hygiene factors. According to
the responses, BSS staff are more concerned about the motivation factors such as
opportunities, recognition, responsibility, advancement, and growth for job
satisfaction.
Second, the psychological needs. The respondents with one accord agreed that
inequality in treating the staff is a major reason for staff attrition and job
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dissatisfaction in the Christian organization. The staff try to compare themselves with
others in aspects of seniority, salary, and increment. The more the transparency and
equity level, the stronger the level of motivation. The staff may try to change
according to the demands of the organization. but if inequality persists in the
organization, then s/he may decide to leave the organization.
As noted in the literature review, the scientific management principle of
Taylorism proposes that the “object of management should be to secure the maximum
prosperity for the employer, coupled with the maximum prosperity for each
employee” (Taylor 4). He was very clear that prosperity for the employer is based on
the prosperity for the employee. Therefore, an employee centered approach where the
organization takes care of physiological needs of the employee contributes to the job
satisfaction level.
The third impediment to job satisfaction in the Christian organization is
spiritual in nature. During the research, the two aspects that prominently evolved for
maintaining the level of job satisfaction were practicing spiritual disciplines and
congruency in mission and vision of the staff and of the organization. The research
analyzed the commitment to the organization. The participants clearly pointed out that
commitment is the congruence between goals and values of the individual with that of
the organization. By accepting the core values of the organization and working
towards the fulfilment of the vision of the organization, a staff member is identified
with the organization. This aspect is very important in the function of Christian
organizations as each staff member joins with the personal call and commitment to
the ministry. In this process, motivation is an outcome of commitment and directly
related to the continuance in the organization. So the spiritual culture of the
organization is directly related to the job satisfaction of the staff as it creates a strong
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desire to maintain membership in the organization. Opportunities to develop spiritual
disciplines in the Christian organization is another way to maintain job satisfaction.
The study participants asserted that to maintain job satisfaction in a Christian
organization, the staff members must be adequately engaged in spiritual disciplines.
In the previous years they had been involved with gospel conventions and
spiritual meeting. But changes in the political and social atmosphere affected open
expressions of spirituality. Moreover, the institutions are under the scanner of the
government and pressured in many ways to stop all spiritual activities such as worship
services, evangelism programs, and church planting ministries. This conditions affect
the staff members externally and internally in their job satisfaction. BSS as a Christian
organization may have to introduce alternative ways to involve the staff members
adequately in spiritual activities as well as train them to take care of their personal
spirituality in their given contexts and circumstances.
The Biblical and theological framework of the project pointed to the formation
of the clan culture. The Mosaic model of delegation in the organization is based on
trust and participation. The model was proposed by Jethro in Exodus 18: 21-22 and
implemented by Moses, and the alternative organizational culture of a polycentric and
decentralized administrative model was created. It was a call for the organizational
culture to change from a monarchy to shared leadership and the decentralization of
power and responsibility in the life of Israel.
Jesus’ model of the selection and training of disciples is a very important
model to be noted. Jesus bypassed the religious professionals and recruited twelve
ordinary lay men from various walks of life and invested in their lives so that they
may evolve as the salt and light of the world (Matt. 5:13-16). Christian organizations
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are to invest in the training and equipping of their staff members to become the
change agents in their given societies.
Paul also constituted the church organization on the basis of power sharing
and shared leadership. For him ekklesia, the community of the believers, is the body
of Christ. All the parts of the body are equally important in ekklesia, as he says, “the
body is one and has many members” (1 Cor. 12:12). So the unity in diversity is
encouraged in the organizational culture of the church.
The participants contented that participative decision making and shared
leadership is an important part of an organizational culture for maintaining job
satisfaction. The intervention study conducted by comparing the organizational
culture of Emmanuel Hospital Association (EHA) was an eye opener. In each juncture
of the organogram (explained in chapter 4) of the organization they had incorporated
the shared leadership approach where leaders of the organization, staff members and
community members all participate in the decision making process. BSS has a
provision in its organogram where a core group is constituted in all institutions for
taking major decisions. But it is not implemented fully. The members of this core
group are staff members, leaders and community members. The core group link in the
flow of authority needs to strengthened in BSS. This model can very well reinforce
and implement the desired clan culture in BSS.
The theological underpinnings for this finding are based on a collaborate
culture where, decisions are made on the basis of “polycentric and symmetrical
reciprocity” by collaborating and working together as a team. This approach
challenges the pyramidal dominance and hierarchical bipolarity. It is a call for
participation, relationship and reciprocity as Seamands observed in his book, A
Ministry in the Image of God: The Trinitarian Shape of Christian Service. In any
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Christian organizational culture, reciprocity should be based on “full equality, glad
submission, joyful intimacy and mutual deference” (Seamands Loc Chapter 2, 305).
The constitution of Christian organization in this way is more of communion, service,
circular in its practice and functions.
Second Finding
Challenging Job as Motivator in Christian Organization
I have observed that the job satisfaction in any organization is based on the
fulfilment of the staff members’ needs in personal and family life. People are
motivated to work when the conditions of work such as the qualities of a given job or
working conditions improve. During the research it came to the light that these
hygiene or maintenance factors are not the only reasons for job satisfaction. The staff
members are concerned about their own values and the meaning they attach to their
work. In other words, with regard to the Christian organizations, the vision and
ministry call the staff members bring to the organization affects their job satisfaction.
They are very much aware of the value of their life and their commitment to Christian
ministry. The analysis of the data on the question of motivators to work, categorically
pointed out that a challenging job is the motivation to work in BSS. In the hierarchy
of needs, a challenging job is the self-actualization need, according to Maslow
(Maslow, A Theory of Human Motivation 382).
The literature review on this aspect of the relation between job satisfaction and
motivation to work confirmed this idea. Eighty percent of current BSS staff and
62.5% of former BSS staff agreed that a challenging job is the motivator in the
ministry. This finding is in line with the motivation-hygiene theory of Herzberg which
categorizes motivation factors with the self-actualization need. In organizational
culture this need could be identified with a challenging job. In BSS the challenging
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job, according to the participants, is equal to commitment to the organization and its
vision. A total of 87.5% of the former BSS staff members agreed that they understand
commitment as participation in decision making, team work and working towards the
fulfilment of the organizational goals. Therefore, BSS as a Christian organization
needs to emphasize “job enrichment.” This involves increasing individuals’
“accountability for their own work, to increase their control over discrete and varied
elements of a particular job, and to allow workers the opportunity to become
authorities and experts in relation to those elements” (Haslam 91). This is a process
where deliberate upgrading of responsibility and ensuring the growth of each staff and
his/her vision in congruence with the organizational vision is essential. For Taylor it is
providing the workers with incentives and increments. In the process of motivating
the worker in Taylorism, unlike education system where the “students come to their
teachers, while from the nature of the work done by the mechanic under scientific
management, the teacher must go to him” (Taylor 94). Therefore, the organizational
leadership needs to appeal directly and constantly to the economic aspirations of the
staff members as their personal ambition always remains a more powerful incentive.
The Biblical understanding of motivation and relationship to job satisfaction is
described in the shared leadership model of Moses and servant leader model of Jesus.
In the Old Testament God is portrayed as a relational being who communicated with
and empowered His people. He spoke with Abraham and called Moses in a personal
way. Leadership is “understood in the formation of strength in others within the
relational community we share with them” (Skip Bell Loc Chapter 19, 6746).
Moreover, Moses adopted the shared leadership style. Craig Pearce and Jay Conger
defined shared leadership as “a dynamic, interactive influence process among
individuals in groups for which the objective is to lead one another to the achievement
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of group or organizational goals or both”(Pearce and Conger 1). So Moses was
motivating the people of Israel to become a nation of leaders and a kingdom of priests
with a changed organizational culture (Exo. 19:5-6).
Jesus entrusted the ministry with the disciples unlike the traditions of his day.
He was deliberately equipping the disciples to take up the challenges of the day.
There are three ways Jesus equipped the disciples to be autonomous and servant
leaders. First, the selection process and study process empowered the disciples to do
the task with accountability and responsibility. Moreover, they were the prototype for
the wider community of disciples. What they have followed became the standard for
the formation of the universal organization of Church. Second, the organizational
culture was based on power sharing rather than “power snatching” as explained earlier
(Prior 75). The need of the hour is to understand the importance of the principles in
Christian organization.
Third, Jesus introduced the culture of a relational leadership style where each
one becomes equal and is the servant of all. The leadership of Jesus was the
incarnational model. He was “Immanuel…God with us” (Matt.1:23) and God being
made flesh and dwelling among us (John 1:14). For Patterson it is “this empathic
willingness to identify with us that provides a powerful insight into Christ-like
leadership” (Patterson Loc Chapter 20, 7008). In John 15:15 Jesus addressed the
disciples as friends. “Servant presumes the positional counterpart of master while His
preferred descriptive is friend for which there is no positional counterpart” (Patterson
Loc Chapter 20, 7008) So the motivation of Jesus was not climbing the ladder of
position but a descent to the service of humanity.
Through the body, and household metaphors, Paul also brought the idea where
no one could claim preeminence over another but each part honored every other part
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(1 Cor. 12:14-27). The Ephesian household code was an alternative understanding of
the organizational culture of the Church with regard to the Empire. The motivation in
this culture is directly from the head of the household that is Jesus Christ (Eph. 5:2324).
The theological understanding of the image of God as divine community can
be the basis of fellowship in an organization. Communion is the essence of the
Trinity. So mutuality and individuality in the organization need to be respected for
understanding motivation. Personal vision congruency with that of organizational
vision is one of the basic criteria for job satisfaction. Therefore, equality in
organizational culture is a prerequisite for motivation to fulfill the organizational task.
Third Finding
Cultural Congruency Among Organization and Staff Members Contribute to
Job Satisfaction
This finding is the fulcrum of the role of the organizational culture in job
satisfaction in Christian organizations. As noted earlier, the simple definition of
culture is “The way things are done around here.” And the culture of the organization
manifests through the values, attitudes and beliefs. According to the findings of the
research, congruence of personal and organizational culture was the projecting need in
the intervention study. In the pre-test the score for congruency of vision/mission was
83.25%. But after the intervention the post-test result increased to 95.75% and it is a
clear indication that the participants were more aware of the need for congruency in
the values, attitudes and beliefs that constitutes the culture of the organization.
This understanding of organizational cultural congruency and the research
finding was in line with the literature review. As noted by Cartwright, “The
individuals who make up a team come to the team with their own motivations and
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their own culture” (Cartwright 157). In the same way, the organization to which the
individual belongs also possesses a culture based on the core values, attitudes, vision,
and mission of the organization. Therefore, the “need for affiliation” and congruency
in “relatedness” were important aspects of job satisfaction in Christian organizations
as McClelland and Alderfer observed. (Haslam 92) The research findings bring home
the fact that the organizational cultural congruence occurs when the staff members of
any Christian organization internalize and accept the vision, mission, and core values
of the organization as their own. Owning the organizational culture is a prerequisite to
job satisfaction.
The Biblical and theological evidence to this aspect of cultural congruence
between the individual and the organization was exemplified in all the three models of
organizations explained in chapter 2. The organizational culture suggested by Moses’
father-in-law, Jethro was a strategy and structure based on the decentralization of
power, multiple layers of leadership, and multiple circles of community. Unlike the
“kingly” organizational culture of control of Egypt, God needed Moses to follow
“shared authority and power” with people. (Icenogle 95-96) Moses accomplished the
task by imparting the cultural congruency to the selected able men by giving them
freedom and authority and appointing them as heads of the people as explained in
Exodus 18:25-26. In this organizational culture, liberation and leadership of all the
people were envisaged.
The ministry of Jesus was preoccupied with the training of the twelve. The
purpose of the appointment of the twelve according to Mark 3: 13-19 was “to be with
him, and to be send out to proclaim the message, and to have authority to cast out
demons.” Through the process of alternative understanding of discipleship Jesus
trained them to continue the mission which he had started. The process of selection,
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study, and methodology of ministry of disciples based on the principles of servant
leadership of participation and partnership contributed to the continuity of
organizational culture of the church till today. The cultural congruency Jesus brought
into the discussion of discipleship made sure the permanency of the message and
continuity of the dissemination of His message.
Paul brought the cultural congruency in the organization of ekklesia through
concepts such as “body of Christ” and “household.” In every sense Paul’s
understanding of ekklesia was “alternative to the imperial society” as Horsley
observed (Horsley 230). The foundation of the organizational culture of Paul’s
ministry and the churches were based upon the clan culture. The findings of the
research were also in agreement with this fact, as the participants highlighted the
importance of clan culture for the continuity, commitment, and job satisfaction in
Christian organizations.
The Trinitarian understanding of equality, intimacy, and submission with
mutual deference exemplify the congruency among the Trinity. There is no space for
hierarchy in Trinity. As Kärkkäinen observed, “The three divine persons are not of
course identical or interchangeable, but neither is there any inequality.” So the
congruency among Trinity is expressed in the terminology of intimacy and “each of
the three is eternally derived from each of the others, and all three are eternally
equal…rather than the term “God” being equivalent to “Father,” it is the Trinity that
is to be called God” (Kärkkäinen 224-225). In the diverse cultural background of the
Indian context, the cultural congruency can be based on unity in diversity exhibited in
the Trinity and demand mutual respect and glad submission among the staff as well as
the organization. This understanding of the role of organizational culture in job
satisfaction agrees with and leads to the next finding.
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Fourth Finding
Commitment in Organization is Reciprocal Partnership
It is observed that the organization demands trust and loyalty from the staff
members. But the research shed light on the fact that the team members also expect
the organization and leadership to be mutually trusting and respectful of each other.
The staff members work better if their opinions and contributions are respected. As
Cartwright rightly puts it “trust is never one-way, it always has to be reciprocated”
(Cartwright 186). Trust is the basic approach to job satisfaction in any organization by
which the full participation of the staff member can be assured in the process of
achieving the vision.
During the research 87.5% of the former BSS staff members pointed out that
commitment means maintaining membership and responding to the decisions and
goals/visions and having mutual trust to the team and job. Moreover, the focus group
participants identified distrust and a blame culture as impediments to job satisfaction.
They also called for just treatment of each staff within the stipulated policies of the
organization. Therefore, in Christian organizations, the staff members are not just
workers but partners in the mission of the organization.
The literature review put these facts in perspective. Commitment in
organization is understood and defined variously. The commitment in organizational
culture is defined as identification and congruence. The research supports the idea that
continuity and congruence are outcomes of commitment in the organization. In
Christian organizations the congruency of the vision and mission of the individual and
the organization is in partnership.
In India, organizations emerged out of the basic needs for physiological
gratification such as food and water. Caste system in India emerged as a means of

Iype 188
control and institutionalized caste in the society with the help of religious
underpinnings. The roots of the exploitative system in any society is based on control
and power. The psychological aspect of categorizing people under different caste
groups for control and exploitation was inherent in the organizational culture. When
the finding is perceived in the above frame work there is a clear transformation in the
biblical and theological understanding of organizational culture and job satisfaction
where each staff member is counted as equal and seen as partners in mission.
In Taylorism the management was to be divorced from human affairs and
emotions. As Hersey, et al. pointed out “[t[he result was that the workers had to adjust
to the management and not the management to the workers” (Hersey et al. 88). As
noted in the literature review, conceptualization of “commitment as a bond” was
appropriate for Christian organizations. Commitment is not the workers adjusting
with the organization as Taylor envisaged but rather, it is “an intentional, conscious
choice to accept or take responsibility for one’s bond to the target and to actively
dedicate or pledge oneself to the target” (Klein 10). In Christian organizations the
bond is taking place when “attitudes and behaviors are congruent with one’s own
values…the values of the individual and the group or organization are the same”
(O’Reilly and Chatman 493). In this way a partnership is created between the staff
members and organization. Therefore, when the partnership is affected it directly
affects the commitment of the individual. This in turn results in staff attrition in
Christian organizations. The findings help to understand this phenomenon in detail.
The response to the question on understanding of commitment shows that the
individual staff member is committing himself/herself to the culture of the
organization with the parameters of identity, congruence of goals, team culture and
job. Forty percent of the current BSS staff members understood commitment as
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congruency to the goal. Therefore, it is a commitment to work in the organization to
fulfill the goals in partnership with the organization.
The biblical and theological underpinnings to this aspect of organizational life
is based on the alternative approach of Jesus to his disciples. Jesus wanted them to be
autonomous in their decision making process unlike other rabbis of the day. He called
them friends rather than disciples (Jn. 15:14-15). Moreover, Jesus empowered the
disciples to be effective team players where they could maximize the strength and
minimize the weakness. It is a call to complement each other in working together for
achieving the vision while keeping unity in diversity.
The theological basis of commitment on organization is exemplified in the
idea of the Trinity as community. The perfect community is depicted in the mutual,
direct, and total relationships among the Trinity. As Seamands perceived “self-giving
and self-surrender” are the basic characteristics of the triune person (Seamands Loc,
Chapter 4, 759). Therefore, the organizational commitment is ensured when the
“polycentric and symmetrical reciprocity” of the staff members are respected. The
organizational culture in Christian organizations needs to re-orient on the premises of
sacrificial self-giving and commitment to the organization, the people and the task.
Fifth Finding
Participatory and Relational Model of Organizational Culture Contribute to Job
Satisfaction
An organizational culture of control is in operation in many of the Christian
organizations. As noted, in Indian society the organizational system emerged as a
result of caste system. It was a power culture where society is divided on the basis of
their birth. However, the organizational system was exploitative and segregated the
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Indian society. In this context, Christian organizational cultures need to be based on
equality and justice.
During the research many of the respondents voiced the need for transparency
in implementing organizational policies. One of the major impediments to job
satisfaction, according to the respondents, was unjust and unfair treatment of the staff
members. The focus group revealed this fact as the reason for staff attrition as well as
an impediment to motivation and a challenge to job satisfaction. Not following staff
policies was another major concern for the staff members with regard to job
satisfaction.
The literature review put this issue of participation and transparency in
organization in perspective. As noted, the four cultural models of Handy help to
analyze this characteristic. In the power culture, decision making depends on the
central power source. From the findings of the research, it is clear that the staff
members were asking for freedom and a certain amount of autonomy in the decisionmaking process. They opted for a clan model of organizational culture where
teamwork and employee development are envisaged with participation in decisionmaking with commitment and loyalty.
The biblical understanding on this aspect of organizational culture is very loud
and clear. All of the models of organizational culture discussed in the review support
the participatory and transparency model of organizational culture. Moses introduced
a “self-ruling” organizational culture based on decentralization of power, multiplied
and shared leadership. The transformation of organizational culture was based on both
internal and external empowerment process, as it is written, “you shall be my
treasured possession out of all the peoples…you shall be for me a priestly kingdom
and a holy nation” (Exodus 19:5-6).
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In the training of the twelve, Jesus deliberately called for equality and justice
as the foundations of the organizational culture. The relational leadership style Jesus
adopted in discipleship was based on transparency and equality. So also Paul in the
constitution of church organizational culture forcefully incorporated the principle of
participation. The churches were “association of equals” according to Schüssler. The
church organization challenged the class system that existed in the given society with
the principle of participation and egalitarian approaches.
Theologically, the principle of participation is very important in the Trinitarian
understanding of organization. The concept of participation in Trinity is best
explained in the concept of “perichoresis.” This is understood as the “interpenetration
of the three divine parsons.” As Boff puts it, “one Person’s action of involvement with
the other two”(Boff, Holy Trinity, perfect community 14). This is the state of perfect
participation in everything by the Blessed Trinity. In BSS organizational culture,
participation and equality need to be encouraged in the process of decision making.
The responses were a call to bring about an organizational culture based on equality,
transparency and participation.
Sixth Finding
Servant Model of Organizational Leadership Culture Contribute to Job
Satisfaction
I have observed that many Christian organizations have started with great
vision and mission but end up as monuments. To maintain the vibrancy and relevance
of the organization in the context in which it works is always a challenge, especially
for Christian organizations involved in ministry and other helping professions.
During the research, the questions raised to the respondents helped to
understand the ways and means of keeping an organization alive in the path of
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service. One of the questions asked in this regard was about the biblical management
model. Fifty percent of the respondents answered that Jesus’ model of servant
leadership will help the Christian organizations maintain the vibrancy and relevance
in society. The shared leadership model in the organizational culture emerged during
the pre-post intervention study. In every juncture of the organogram of Hurbertpur
Christian Hospital the decision making body is deliberately a group of people from
the community, members of the staff, and the leadership.
The literature review fully supports this finding. The vision statement declares
that BSS is an organization established on the basis of the “life and teachings of Lord
Jesus Christ.” The alternate understanding that Jesus brought into the discussion of
leadership of the day is counter cultural. Lauri Beth Jones articulated this
understanding as follows. “Jesus, the leader, served his people. Most religions teach
that we are put here to serve God; yet, in Jesus, God is offering to serve us” (Jones
Loc, Chapter 15, 5688). This statement sums up the alternative leadership style Jesus
taught the disciple. So servant leadership is “relational leadership” in which
leadership is shared and polycentric. Moreover, Jesus shared His authority and
responsibility with the disciples as equals in the mission, calling them friends.
The Epistle to the Philippians (2:1-7) sums up the nature of Jesus’ role of
servant. “Let the same mind be in you that was in Christ Jesus, who, though he was in
the form of God did not regard equality with God…but emptied himself taking the
form of a slave being born in human likeness” (NRSV, Phil. 2:5-7). For Skip Bell
“Jesus thus would be demonstrating that it is the essential nature of God to be, among
other characteristics, a servant. God is by nature a servant; it is not an exception to His
nature” (Skip Bell Loc Chapter 21, 7406). Paul in this passage brings an
ecclesiological intent that “[i]t commends arranging churches to prioritize humility
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not hierarchy and power” (Boers 152). For Paul leadership was a “downward
mobility” and “power not be concentrated or centered on particular leader” (Boers
155). The Pauline metaphors of organization such as body, ekklesia and oikos, point
towards a relational leadership style in which the members are “coworkers” for him
(Rom.16:3,9; 2 Cor. 8:23; Col. 4:11). The research findings agree with the Pauline
understanding of leadership that, “partnership and mutuality…undermined hierarchy,
power, and getting credit for oneself” (Boers 155). Therefore, in Christian
organizations, the culture of coworker and partnership contributes to job satisfaction
and staff retention.
The Trinitarian understanding of leadership is a paradigm for the concept of
shared leadership. God is a God of community in creation as the words express “Let
us make” (Gen. 1:26). God is a relational and leadership is a community process. As
noted earlier in the theological foundation of organization, the person of God has
“more to do with relationality than with substantiality…the term stands closer to the
idea of communion or community than to the conception of the individual in
isolation” (Kärkkäinen 63). The relationality in the leadership is influence among
leaders and followers. This Trinitarian understanding of leadership is not based on
authority from top to down, power, or control culture but multidirectional and
polycentric. In this understanding leadership is understood as servant leadership
where people are serving first and leading others based on the relational and shared
experience without superiority and dominance. This Trinitarian implication of
leadership makes all members of the community servant leaders in their own context.
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Seventh Finding
Organizational Culture of Adequate Engagement in Spiritual Disciplines
Contribute to Maintaining the Job Satisfaction Level
Spirituality of the staff members are an important aspect of their life and
ministry with the organization as they all are believing Christians. Many of them
joined with the organization as “mission true”20 people of faith (Greer 27). However,
as the time progress they become cold, and many of them slowly move away from the
core purpose of the call.
During the research the 87% of former BSS staff and 50% of current BSS staff
voiced that adequate engagement in spiritual disciplines will help maintain job
satisfaction in BSS. This is an eye opener to the fact that job satisfaction in Christian
organizations is directly related to personal spirituality and disciplines. Deliberately
creating conducive atmosphere for the staff to maintain the spirituality is the need of
the hour. This is related to the organizational culture. Therefore, spirituality in a
Christian organizational culture is an unavoidable aspect of the ministry. Moreover,
engagement in spiritual discipline is the way to deal with the challenges of job
satisfaction such as depression, burnout, loneliness, and overload as the respondents
of the research pointed out in the research. The spiritual emptiness experienced by the
staff in the ministry even though many of them are theologically trained is a major
cause for the job dissatisfaction. From their response, it is very clear that in the school
ministry they are experiencing mission drift in their calling. As participants no. 5 of
the interviews observed, “prayer and other spiritual disciplines will help a person to
maintain and balance the job satisfaction level as we are involved in a secular job.” In

20

Peter Greer et.al in the book Mission Drift explain the word “mission drift” as carrying
organizations away from their core purpose and identity. They also identify “mission true” as knowing
why organizations exist and protect their core at all costs by remaining faithful to what God has
entrusted to do. (Greer 27)
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the midst of much opposition and persecution to the Christian ministry in the state,
keeping the spirituality is the way to be “mission true” in the life and ministry of the
staff member.
The literature agrees with this finding. The leadership in spiritually-sensitive
organization is not a “pyramidal dominance …nor by a hierarchical bipolarity” as
Volf noted (Volf 217). Staff member’s spiritual life does affect the morale and
productivity of the Christian organizations because it is difficult to compartmentalize
personal lives and organizational concerns. The participants categorically agreed to
this fact as 87.5% of the former BSS staff members and 50% of the current BSS staff
members understood that practicing spiritual disciplines is very important in
maintaining job satisfaction. Therefore, supporting the staff members in cultivating
balance in their spiritual lives and helping them to maintain the personal mission,
vision, and values in the ministry contribute to the job satisfaction and productivity.
The Biblical understanding on the relation between spiritual discipline and job
satisfaction is clearly portrayed in the ministry of Jesus’ training of the twelve and the
Pauline church organization. As noted, the disciples were students of doctrines and
discipleship. He taught them how to pray, preach, teach, and do the ministry of
healing (Matt. 6:9, Mk.3:14-15, 6:7,12,30). Jesus expected the disciples to adopt the
spiritual disciplines in their personal life and ministry by willingly participating and
transforming their life and ministry. In Mk. 9:14-29 Jesus emphasizes the need for the
discipline of prayer in doing the ministry of exorcism and healing. The gospel writers
portray disciples always going with Jesus. The relationship and constant
communication with disciples imparted the spiritual disciplines into the lives of the
disciples for spiritual rebirth and character redevelopment. The organizational model
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of Jesus’ group was based on the spiritual disciplines and constant communion. This
model of discipleship is an important aspect of Christian organizational culture.
Paul in his ministry adopted and instructed the churches to continue the
spiritual growth in life and ministry through spiritual disciplines. Reading of the
Pauline epistles in the churches and community life koinonia in the oikos of God hold
together the house churches as organizations. The discipline of prayer became a major
component of the ekklesia in its formation. In Christian organizations the meditation
of the Word of God and engagement in the common worship and breaking of bread
along with the regular prayer meetings are very important aspects of job satisfaction.
Therefore, spiritual disciplines of ekklesia are paradigms for Christian organizations
in its growth and ministry.
The theological understanding of relationship between spiritual discipline and
job satisfaction in organizational culture is based on the communion among the
Trinity. The understanding of perichoresis is the indwelling of the three Trinitarian
persons. As noted Davis observed that, “union with Christ is necessary for Christian
formation to take place in the life of a believer” (Davis 112). Therefore, orientating a
person towards God, to the church and to the people are important aspects of
Christian ministry. A person can dwell in communion with God through practicing
spiritual disciplines. Commenting on the Trinitarian dimensions of spiritual
disciplines Seamands observed “[o]ur response to what God has done, whether it
involves repentance, prayer, gratitude, obedience or worship, is also Trinitarian in
nature: by the Spirit, through the Son and to the Father (Seamands, Loc Chapter 6,
1175). The Trinitarian understanding of leadership called for a collaborative culture in
the organization where trust, empowerment and learning take place. The research
finding agrees with this idea of shared leadership.

Iype 197
Ministry Implications of the Findings
The ministry implications of the findings are important for understanding of
the role of organizational culture for job satisfaction in Christian organizations in
India. In the context of an organization that is staffed by a multicultural and
multiethnic group of people, the findings of this research help to bring unity in
diversity.
First, the reasons for staff attrition identified in the research are general and
specific in nature. The causes such as economic, behavioral, and attitudinal are
general and can be an impediment in all other organizations. As analyzed in the
research these are “hygiene” factors that affect the job satisfaction level of staff
members. However, one of the important findings that challenges job satisfaction in
Christian organizations is the motivation factor. The staff members bring their
personal vision and mission to the ministry in the organization. That means more than
meeting physiological needs the staff members are concerned about the fulfilment of
the psychological and spiritual needs of their call and commitment in the ministry. So
the Christian organizational culture needs to transform or change to meet this aspect
of ministry.
Second, the findings of the research clearly understand the need for
congruency in personal and organizational goals and culture. Culture is transmitted
from one generation to the next. Individuals who are members of the Christian
organization join the ministry with their own vision and culture. The organization also
possesses a culture that has been developing since the organization was founded. A
third cultural influence is the ministry field in which the organization is working. In
order to increase the job satisfaction in this context, a congruency of three cultures
needs to take place. For ascertaining staff retention, Christian organizations need to
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take measures to educate and incorporate every staff member to the shared social life
and culture of the organization. An interpenetration of personal and organizational
culture should happen for increased job satisfaction in Christian organizations.
Third, the interpenetration of cultures may happen in the atmosphere of
participation and reciprocal partnership. Partnership happens when diversity and
equality of the parties are accepted. In Christian organizations each staff member is
considered to be a partner in mission and ministry. Therefore, the Christian
organizational culture needs to formulate its frameworks on the premises of
participation and partnership.
Fourth, the servant model and shared leadership culture in Christian
organizations contribute to the job satisfaction level. Generally, leadership is
understood to be pyramidal in nature and a downward communication style is used to
send orders. However, the study’s finding is in agreement with the leadership style of
“relational leader” where leaders are more horizontal in approach. The finding of the
research calls for a polycentric approach to leadership where a horizontal
communication style is adopted. In this process all staff members feel responsibility
to one another and to the organization.
Fifth, an organizational culture of adequate engagement in spiritual disciplines
contributes to the job satisfaction level in Christian organizations. A culture of
spirituality can be created in the organization in the beginning. But maintaining the
spiritual culture in an organization demands continuous engagement of its members in
the spiritual disciplines. Freedom in the work situation is a pre-requisite for spiritual
growth and development. To keep the vibrancy and spiritual zeal the staff members
need to engage in the continuous practice of spiritual disciplines.
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Limitations of the Study
The constraints in the study in no way affected the generalizability of this
study. The research instruments were focused on the staff members, and the research
did not evaluate the opinions of the central leadership of BSS in the process. The
study would be strengthened if the scope of this study incorporated the central
leadership. Another limitation to this research was in the area of analyzing the role of
organizational communication in job satisfaction and staff retention. Even though the
research touched upon this subject, it demands a more elaborate analysis. Moreover,
the concept of organization climate is another area which is not analyzed in this study.
One of the personal difficulties I faced during the study was related to my
health. I have developed hypertension of which I was not aware. Through the incident
of bleeding in my left eye I could identify the problem and get proper treatment.
However, the experiences of collecting data and being involved with the intervention
study were enriching. I would not alter the instrumentations if I were to research such
subjects again, because it helped me to do a qualitative and quantitative analysis of
the organizational culture of BSS. The cooperation and participation of the
respondents were so encouraging, and they expressed their opinions sincerely as this
study was the first of its kind for the staff members.
Unexpected Observations
I faced a few unexpected experiences during the research. Two of the
participants responded to the open-ended question on reasons for staff leaving the
organization with the option, “any other” and explained “If someone wants to do
something better than the present or new thing in the future s/he has to leave the
organization.” During the focus group the respondent no. C observed about the
organizational culture of BSS as “Clan culture is only expressed in the words and
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hierarchy culture is practiced in every day function.” This statement sums up the
understanding of the respondents, and it is correlated by the intervention study.
Another unexpected response came as participants in the intervention study agreed
that the most important module in the training programme was the theological
foundation of organization. Even though they were students of theology, the modules
of the intervention study helped them to understand various aspects of their own
ministry.
Recommendations
The research unearthed some important findings which may help the Christian
organizations to understand the organizational culture and maintain job satisfaction
level in the life of the staff members. The recommendations are as follows.
First, fulfilment of physiological and psychological needs along with spiritual
needs are important for job satisfaction in Christian organizations. The organization
should attempt to cater to the spiritual needs of the staff members as all of them are
believing Christians. The leadership in Christian organizations needs to equip the staff
members spiritually to participate creatively in fulfilling the organization’s purpose.
This process may help an individual to become integrated into the culture of the
organization. In Christian organization it can be the connection point for the staff
members and also the process of assimilation for the organization.
Second, cultural congruency is a prerequisite for job satisfaction in Christian
organizations. In Christian organizations as the ministry expands, sub-cultures are
created. Moreover, the “mission drift” in the vision and mission of the Christian
organizations can create cultural incongruence among the staff and the organization.
This can cause feelings of ambiguity, a lack of integration, and a “misfit” experience
among the staff. According to the findings of the research, the BSS staff members are
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expecting to implement the policies and functions with more transparency. This
incongruence in the organizational culture causes job dissatisfaction. Therefore, BSS
as a Christian organization may try to bring greater cultural congruency by
eliminating the impediments to job satisfaction. Continuous mentoring and
counselling are one of the ways in which the leadership may impart the “mission true”
perspectives to the staff members. The DNA of the organization needs to be instilled
in the life and ministry of the staff to create cultural congruence in the organization.
Third, one of the important motivating factors in Christian organization is a
challenging job in the sense that individual staff members wanted to fulfill their
personal call and vision through the organization. Therefore, the organizations must
provide a conducive organizational climate for assimilating the staff members. Giving
the staff members freedom to function and dealing with the staff with justice and
transparency are some of the steps the Christian organizations need to take in this
regard.
Fourth, the ministers of Christian organizations are partners in the mission and
ministry of the organization. It demands participation and equality in the decision
making process. The principles of relational leadership and shared leadership could
empower and encourage the staff members to work towards the set goals of the
organization. Therefore, the team culture needs to be encouraged, and wherever
possible, a group of people incorporating all the stake holders can be a decision
making body in Christian organizations.
Fifth, the cultural congruency of the individual staff member, the organization
and the community is important for job satisfaction. As many of the staff members are
cross-cultural ministers in BSS the organization needs to make deliberate attempts to
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impart the organizational spirituality and ethos to the individual staff member through
repeated vision casting and creating cultural artifacts.
Sixth, the servant leadership style needs to be lived out by all stake holders to
create an organizational culture based on the principles of the leadership style of
Jesus. The alternative leadership style based on a polycentric approach and “relational
model” would help Christian organizations be more relevant in the religious and
political context of India.
Seventh, the role of organizational communication in job satisfaction would be
another interesting addition to this study. The role of organizational communication
could not be studied in detail in this analysis. This area of study could also incorporate
the central leadership to understand the flow of communication in the organization.
This study is an eye opener to Christian organizations to understand their staff
member’s feelings, attitudes and perceptions regarding the job satisfaction. The
findings and recommendations would help the Christian organizations, especially BSS
to minimize the staff attrition level in the future.
Postscript
The journey which I have undertaken in this season of my life is a very
important turning point in my ministry. After almost 25 years of ministry in the
grassroots I engaged in this research project and much learning and unlearning has
taken place during the study. My beloved mother went to her eternal home during the
research project and I am missing her very much in this part of eternity. She was the
backbone to my ministry who stood with me in all my ups and downs.
This research project opened my eyes to various aspects of Christian ministry,
especially my own ministry with a Christian organization. The study gave me an
alternative understanding of Christian organizational culture and commitment in
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ministry. Christian organizations are not called to survive in the organizational jungle
but to serve the people in need with the attitude of the servant model of Jesus Christ
the LORD.

Iype 204
APPENDIX A
Closed and Open-Ended Questionnaire for interview and questionnaire schedule

1. Age

_____yrs.

2. Gender

M☐ F☐

3. Position in the organization

____________

4. Number of years worked in the organization
a. 1-3
☐
b. 4-6
☐
c. 7 and above ☐
5. Do you have an accommodation given by the school ?
a.
Yes ☐
b.
No
☐

6. What is your educational Qualification?
a.
b.
c.
d.

+2
Graduate
Post Graduate
Post Graduate and above

☐
☐
☐
☐

7. What is your understanding on Organizational culture?
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
8. What are some of the uniqueness of Bharat Susamachar Samiti as a Christian
Organization in your opinion?
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________

9. Can you identify some of the physical objects created by the organization to
maintain the uniqueness and common culture in BSS?
_________________________________________________________________
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_________________________________________________________________
_________________________________________________________________
10. What are some of the core values of BSS?
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
11. Can you identify some of the symbols which represent BSS as a Christian
organization?
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
12. What is your understanding of commitment in organizational life?
_________________________________________________________________
_________________________________________________________________
13. What are some of the reasons for people leaving one organization?
a. Attitude of people
☐
b. Economic issues
☐
c. Behavioral problems
☐
d. Family reasons
☐
e. All of the above
☐
f. Any other
☐
14. Would you like to explain the above answer?
_________________________________________________________________
_________________________________________________________________
15. What are some of the motivations for you to continue in the organization?
_________________________________________________________________
_________________________________________________________________
16. What is the one important need which motivate you to work in the organization?
a. Salary
☐
b. Pension
☐
c. Friends in work
☐
d. Job title
☐
e. Challenging job
☐

Iype 206
17. How do you understand commitment in organization?
a. Maintaining membership ☐
b. Commitment to decision ☐
c. Commitment to goal
☐
d. Commitment to team
☐
e. Commitment to job
☐
f. All of the above
☐
18. What are some of the other factors which may affect job satisfaction in an
organization?
a. Organizational policies ☐
b. Opportunity for growth ☐
c. Recognition
☐
d. Supervision
☐
e. Working conditions
☐
f. All of the above
☐
19. What biblical management model do you prefer in your organization?
a. The Mosaic model of Delegation
☐
b. The Nehemian Model of Visionary leadership ☐
c. The Pauline Model of Accountability
☐
d. Jesus Model of servant leadership
☐
e. All of the above
☐
20. Would you like to briefly explain your above answer?
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________

21. What are some of the challenges Christian professionals would be facing in their
work situation which may affect the job satisfaction?
a. Depression
☐
b. Burnout
☐
c. Loneliness
☐
d. Overload
☐
e. All of the above
☐

22. In your understanding How can a Christian professional maintain the satisfaction
level in work and ministry?
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_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
__________________
23. How can Christian ministers in “helping” professions can take care of
themselves?
a. Increasing personal margin
☐
b. Cultivating emotional and spiritual accountability
☐
c. Engaging in lifelong learning
☐
d. Practicing spiritual disciplines
☐
e. All of the above
☐

24. What are some of your suggestions for staff retention in Christian organizations?
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
(Please use extra sheet of paper if needed to answer any questions.)
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APPENDIX B
Pre-post Intervention Study Questionnaire
1. Pre-Test Questionnaire for the Intervention Study
1. Age

____________Years

2. Gender

M☐ F☐

3. Position in the organization

_________________

4. Your native place

_________________

5. Number of years worked in the organization
a. 1-3
☐
b. 4-6
☐
c. 7 years and above ☐
6. What is your qualification?
a.
b.
c.
d.

+2
Graduate
Post Graduate
Post Graduate and above

☐
☐
☐
☐

7. On a four-point scale with 1 being the low and 4 being high, respond to the
following questions
Sl.
No.

Questions

1.

I fully understand and embrace the mission of the
school
The organization provides robust support my calling
I am aware of the policies of the organization
I am aware of the vison and mission of the organization
I am fully aware of the core values of the organization
My vision is in line with the organizational vision
The organization is having a family atmosphere where
they are sharing and caring
In the organization people are willing to take risks
The organization is a very result oriented and concern
for getting the job done
I feel that the organization is a very controlled and
structured place
The leadership is generally approachable, appreciative,
facilitating and nurturing
I feel relaxed and able to do my job well in the
organization

2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

Points
1

2

3

4
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13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.

27.

28.
29.
30.
31.
32.
33.
34.
35.

I feel pressurized to accomplish the job targets
The leadership is concerned with profit making
The organization has a well-structured and demarcated
offices for smooth functioning
I am happy with the team spirit of the staff in the
organization
The decision making process in the organization is
participative
The staff of the organization function with a
competitive spirit
The organization provides security of job by providing
all benefits to the staff.
There is mutual trust among the staff of the
organization
The glue that hold the organization is achieving the
targets
The organization is very strict in following the policies
The organization provides me all the help to grow and
develop
The organization wanted to grow by neglecting the
values and policies
The organization wanted to grow slow and steady with
efficiency and effectiveness.
The organization measure success on the basis of team
achievement, development of the staff, commitment of
the staff and showing concern for the staff
The organization define success on the basis of the
number of students in the school and the income of the
school
I am able to meet my basic needs with the salary
I am able to practice spiritual discipline by working in
this organization
I am getting the needed training to improve my job
I will to continue in this organization for a long term
BSS is a good example of Christian organization
I wish the organization to continue in the same way
The organization needed a change in the approach to
the staff
I have full freedom to do my job and develop in the
organization

2. Post-Test Questionnaire for the Intervention Study
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1. The present culture of the organization is:
a.
b.
c.
d.
e.

Clan Culture
Adhocracy Culture
Market Culture
Hierarchy Culture
Mixture of the above

☐
☐
☐
☐
☐

2. Which culture you would prefer for your organization
a. The Hierarchy (control) Culture
☐
b. The Market (Compete) Culture
☐
c. The Clan (Collaborate) Culture
☐
d. The Adhocracy (Create) Culture
☐
3. Which module of the training was most helpful?
a. Module on Organizational Culture
b. Module on Core value
c. Module on Theological foundation of Organization
d. Module on Leadership
e. All of the above

☐
☐
☐
☐
☐

4. What else would you include in future
training?________________________________________________________
_______________________________________________________________
_______________________________________________________________
5. On a four-point scale with 1 being the low and 4 being high, respond to the
following questions.
Sl.
No.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

Questions
I fully understand and embrace the mission of the school
The organization provides robust support my calling
I am aware of the policies of the organization
I am aware of the vison and mission of the organization
I am fully aware of the core values of the organization
My vision is in line with the organizational vision
The organization is having a family atmosphere where
they are sharing and caring
In the organization people are willing to take risks
The organization is a very result oriented and concern for
getting the job done
I feel that the organization is a very controlled and
structured place
The leadership is generally approachable, appreciative,
facilitating and nurturing
I feel relaxed and able to do my job well in the
organization

Points
1 2 3 4

Iype 211
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.

27.

28.
29.
30.
31.
32.
33.
34.
35.

I feel pressurized to accomplish the job targets
The leadership is concerned with profit making
The organization has a well-structured and demarcated
offices for smooth functioning
I am happy with the team spirit of the staff in the
organization
The decision making process in the organization is
participative
The staff of the organization function with a competitive
spirit
The organization provides security of job by providing all
benefits to the staff.
There is mutual trust among the staff of the organization
The glue that holds the organization is achieving the
targets
The organization is very strict in following the policies
The organization provides me all the help to grow and
develop
The organization wanted to grow by neglecting the values
and policies
The organization wanted to grow slow and steady with
efficiency and effectiveness.
The organization measure success on the basis of team
achievement, development of the staff, commitment of
the staff and showing concern for the staff
The organization define success on the basis of the
number of students in the school and the income of the
school
I am able to meet my basic needs with the salary
I am able to practice spiritual discipline by working in this
organization
I am getting the needed training to improve my job
I will to continue in this organization for a long term
BSS is a good example of Christian organization
I wish the organization to continue in the same way
The organization needed a change in the approach to the
staff
I have full freedom to do my job and develop in the
organization
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APPENDIX C
Ethical Considerations Work Sheets
Consent Form Template
Consent Form for Interview
My name is Kuriakose Madathil Iype and I am a student at Asbury Theological
Seminary conducting a study for my dissertation on The Role of Organizational Culture
in Christian Organization for Job Satisfaction and Retention of Staff with special
reference to Bharat Susamachar Samiti. My contact address is New Theological College,
Sahastradhara Road, Kulhan P.O. Dehradun-248001. My contact number is
+919760395757. My research supervisor is Dr. Thomas Tumblin, Asbury Theological
Seminary, Wilmore, KY and his office number is +859-858-2340. You may contact either
of us at any time if you have questions about this study.
The purpose of this study is to analyze and evaluate the role of organizational
culture on job satisfaction and staff retention for evolving a staff development strategy for
the Bharat Susamachar Samiti (BSS) in the district of Haridwar.
The interview will take approximately one hour of your time. Your participation
in this study is completely voluntary. If you choose to participate, you may still refuse to
answer any question that you do not wish to answer. You may also withdraw from the
study at any time.
There are minimal risks associated in participating this interview. If ever you feel
that way, please inform me promptly. While there is no guaranteed benefit, it is possible
that you will enjoy sharing your answers to these questions. This study is intended to
benefit the Christian organizations in staff retention and progress in the ministry.
Your name will not be used in any of the reporting and writing related to this study. I
will be the only person present during the interview. The interview will be recorded for the
use of the study purpose only. Your identity will be kept confidential through using number
codes and I will be the only person know the identity of the participants.
I plan to develop a dissertation based on the questionnaires along with my reading
and historical research. This dissertation will be shared with my cohort colleagues and
Asbury Theological Seminary faculty on the Asbury’s Kentucky Campus. I also plan to share
some of my findings with my organizational leaders. Portions of the dissertation will be
published as an article in seminary’s magazine.
There is a possibility that I will publish this study or refer to it in published
writing in the future. In this event I may alter some identifying details in order to further
protect your confidentiality. By signing below, you are agreeing to participate in the
interview for this research study. Be sure that any questions you may have are answered
to your satisfaction. If you agree to participate in this study, a copy of this document will
be given to you.

Participant’s Signature: ___________________________ Date: ___________
Print Name: _____________________
Researcher’s Signature: ___________________________ Date: ___________
Print Name: _________________________
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Consent Form for Focus Group
My name is Kuriakose Madathil Iype and I am a student at Asbury Theological Seminary
conducting a study for my dissertation on The Role of Organizational Culture in Christian
Organization for Job Satisfaction and Retention of Staff with special reference to Bharat
Susamachar Samiti. My contact address is New Theological College, Sahastradhara Road,
Kulhan P.O. Dehradun- 248001. My contact number is +919760395757. My research
supervisor is Dr. Thomas Tumblin, Asbury Theological Seminary, Wilmore, KY and his
office number is +859-858-2340. You may contact either of us at any time if you have
questions about this study.
The purpose of this study is to analyze and evaluate the role of organizational culture on
job satisfaction and staff retention for evolving a staff development strategy for the Bharat
Susamachar Samiti (BSS) in the district of Haridwar.
The Focus Group will take approximately two hours of your time.
Your participation in this study is completely voluntary. If you choose to participate, you
may still refuse to participate in the focus group discussion. You may also withdraw from the
study at any time.
There are only minimal risks associated in participating this study. If ever you feel that
way, please inform me promptly.
While there is no guaranteed benefit, it is possible that you will enjoy sharing your ideas
and thoughts in this focus group discussion. This study is intended to benefit the Christian
organizations in staff retention and progress in the ministry.
Your name will not be used in any of the reporting and writing related to this study.
Along with you and me the selected group will be only present during the discussions. The
discussions will be recorded for the use of the study purpose only. Your identity will be kept
confidential through using number codes and I will be the only person know the identity
except the group.
I plan to develop a dissertation based on the focus group along with my reading and
historical research. This dissertation finding will be shared with my cohort colleagues and
Asbury Theological Seminary faculty on the Asbury’s Kentucky Campus.
I also plan to share some of my findings with my organizational leaders. Portions of the
dissertation will be published as an article in seminary’s magazine.
There is a possibility that I will publish this study or refer to it in published writing in the
future. In this event I may alter some identifying details in order to further protect your
confidentiality.
By signing below, you are agreeing to participate in the focus group for this research
study. Be sure that any questions you may have are answered to your satisfaction. If you
agree to participate in this study, a copy of this document will be given to you.
Participant’s Signature: ___________________________ Date: ______________
Print Name: _____________________
Researcher’s Signature: ___________________________ Date: ______________
Print Name: _________________________
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Consent Form for Questionnaire
My name is Kuriakose Madathil Iype and I am a student at Asbury
Theological Seminary conducting a study for my dissertation on The Role of
Organizational Culture in Christian Organization for Job Satisfaction and Retention of
Staff with special reference to Bharat Susamachar Samiti. My contact address is New
Theological College, Sahastradhara Road, Kulhan P.O. Dehradun- 248001. My
contact number is +919760395757. My research supervisor is Dr. Thomas Tumblin,
Asbury Theological Seminary, Wilmore, KY and his office number is +859-8582340. You may contact either of us at any time if you have questions about this study.
The purpose of this study is to analyze and evaluate the role of organizational
culture on job satisfaction and staff retention for evolving a staff development strategy
for the Bharat Susamachar Samiti (BSS) in the district of Haridwar.
The questionnaire will take approximately half an hour of your time.
Your participation in this study is completely voluntary. If you choose to
participate, you may still refuse to answer any question that you do not wish to
answer. You may also withdraw from the study at any time.
There are no risks associated in filling this questionnaire. If ever you feel that
way, please inform me promptly.
While there is no guaranteed benefit, it is possible that you will enjoy sharing
your answers to these questions. This study is intended to benefit the Christian
organizations in staff retention and progress in the ministry.
Your name will not be used in any of the reporting and writing related to this
study. I will be the only person present while you fill the questionnaire.
I plan to develop a dissertation based on the questionnaires along with my
reading and historical research. This dissertation will be shared with my cohort
colleagues and Asbury Theological Seminary faculty on the Asbury’s Kentucky
Campus.
I also plan to share some of my findings with my organizational leaders.
Portions of the dissertation will be published as an article in seminary’s magazine.
There is a possibility that I will publish this study or refer to it in published
writing in the future. In this event I may alter some identifying details in order to
further protect your anonymity.
By signing below, you are agreeing to fill out the questionnaire for this
research study. Be sure that any questions you may have are answered to your
satisfaction. If you agree to participate in this study, a copy of this document will be
given to you.
Participant’s Signature: ___________________________ Date: ___________
Print Name: _____________________
Researcher’s Signature: ___________________________ Date: ___________
Print Name: _________________________
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Consent Form for Pre-Post Intervention study
My name is Kuriakose Madathil Iype and I am a student at Asbury Theological
Seminary conducting a study for my dissertation on The Role of Organizational Culture in
Christian Organization for Job Satisfaction and Retention of Staff with special reference to
Bharat Susamachar Samiti. My contact address is New Theological College, Sahastradhara
Road, Kulhan P.O. Dehradun- 248001. My contact number is +919760395757. My research
supervisor is Dr. Thomas Tumblin, Asbury Theological Seminary, Wilmore, KY and his office
number is +859-858-2340. You may contact either of us at any time if you have questions
about this study.
The purpose of this study is to analyze and evaluate the role of organizational culture on job
satisfaction and staff retention for evolving a staff development strategy for the Bharat
Susamachar Samiti (BSS) in the district of Haridwar.
The Intervention study will take approximately two hours of your time. It will be conducted
three times.
Your participation in this study is completely voluntary. If you choose to participate, you
may still refuse to participate in the focus group discussion. You may also withdraw from the
study at any time.
There are only minimal risks associated in participating this study. If ever you feel that
way, please inform me promptly.
While there is no guaranteed benefit, it is possible that you will enjoy sharing your ideas
and thoughts in this focus group discussion. This study is intended to benefit the Christian
organizations in staff retention and progress in the ministry.
Your name will not be used in any of the reporting and writing related to this study.
Along with you and me the selected group will be only present during the discussions. The
discussions will be recorded for the use of the study purpose only. Your identity will be kept
confidential through using number codes and I will be the only person know the identity
except the group.
I plan to develop a dissertation based on the focus group along with my reading and
historical research. This dissertation finding will be shared with my cohort colleagues and
Asbury Theological Seminary faculty on the Asbury’s Kentucky Campus.
I also plan to share some of my findings with my organizational leaders. Portions of the
dissertation will be published as an article in seminary’s magazine.
There is a possibility that I will publish this study or refer to it in published writing in the
future. In this event I may alter some identifying details in order to further protect your
confidentiality.
By signing below, you are agreeing to participate in the focus group for this research
study. Be sure that any questions you may have are answered to your satisfaction. If you
agree to participate in this study, a copy of this document will be given to you.
Participant’s Signature: ___________________________ Date: ______________
Print Name: _____________________
Researcher’s Signature: ___________________________ Date: ______________
Print Name: _________________________
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Confidentiality/ Anonymity
INFORMED CONSENT LETTER
The role of Organizational Culture in Christian organization for Job
Satisfaction and Staff Retention with Special Reference to Bharat Susamachar
Samiti
You are invited to be in a research study being done by Kuriakose Madathil
Iype from the Asbury Theological Seminary. You are invited because you are
working with Bharat Susamachar Samiti. My contact address is New Theological
College, Sahastradhara Road, Kulhan P.O. Dehradun- 248001. My contact number is
+919760395757.
If you agree to be in the study, you will be asked to reflect upon the
organizational culture and how it is related with your job satisfaction in the
organization and staff retention. The duration of participation will be 30 minutes’
maximum. You need to go through the questionnaire and give response to it as per
your understanding and experience. I will come to your office twice to meet you in
person to give and collect the questionnaire. There will not be any payment for the
involvement in this study as it is done for the betterment of the job satisfaction of each
staff of Christian organization so that the ministry may grow and staff may be retained
for long term.
Your family will know that you are in the study. If anyone else is given
information about you, they will not know your name. A number or initials will be
used instead of your name.
If something makes you feel bad while you are in the study, please tell
Kuriakose Madathil Iype. If you decide at any time you do not want to finish the
study, you may stop whenever you want.
You can ask Kuriakose Madathil Iype questions any time about anything in
this study. You can also ask your parent any questions you might have about this
study.
Signing this paper means that you have read this or had it read to you, and that
you want to be in the study. If you do not want to be in the study, do not sign the
paper. Being in this study is up to you, and no one will be annoyed if you do not sign
this paper or even if you change your mind later. You agree that you have been told
about this study and why it is being done and what to do.

______________________________
Signature of Person Agreeing to be in the study

_______________
Date Signed
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APPENDIX D
Letters for Permission
Letter for Permission
Date: March 9th, 2018
Subject: Letter seeking permission to allow the staff to participate in the
research study
Dear Lephen T. Kumar, Director of Administration Bharat Susamachar Samiti
(BSS), Dehradun,
In partial requirement of the Doctor of Ministry Programme at Asbury
Theological Seminary, Wilmore, Kentucky, USA, I am presently undertaking a
research study on analyzing the Role of organizational culture on job satisfaction and
staff retention in Christian organization to evolve a staff development strategy for
Bharat Susamachar Samiti (BSS) in the district of Haridwar.
In view of this, hereby I request you to provide the response to my study and
kindly permit your staff members to participate in the leadership training programme,
interview and focus group. I assure you that the data gathered will be held in strict
confidence and will be used solely for the purpose of this study.
Looking forward for your positive consideration and cooperation
Yours Sincerely
Kuriakose Madathil Iype
New Theological College
Kulhan P.O
Dehradun, India
Ph. 9760395757
Email: kuriakose.madathil@gmail.com
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Letter for Permission
Date:
To
The Principal
Khrist Jyoti Academy
Bhagwanpur

Subject: Letter seeking permission to allow the staff to participate in the
research study
Respected Principal,
In partial requirement of the Doctor of Ministry Programme at Asbury
Theological Seminary, I am presently undertaking a research study on analyzing the
Role of organizational culture on job satisfaction and staff retention in Christian
organization to evolve a staff development strategy for Bharat Susamachar Samiti
(BSS) in the district of Haridwar.
In view of this, hereby I request you to provide the response to my study and
kindly permit your staff members to participate in the leadership training programme.
I also assure you that the data gathered will be held in strict confidence and will be
used solely for the purpose of this study.
Looking forward for your positive consideration and cooperation
Yours Sincerely
Kuriakose Madathil Iype
New Theological College
Kulhan P.O
Dehradun, India
Ph. 9760395757
Email: kuriakose.madathil@gmail.com
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Letter for Permission
To

Date:

The Principal
Khrist Jyoti Academy
Bhagwanpur
Subject: Letter seeking permission to allow the school facility to be used for
Focus Group discussion.
Respected Principal,
In partial requirement of the Doctor of Ministry Programme at Asbury
Theological Seminary, I am presently undertaking a research study on analyzing the
Role of organizational culture on job satisfaction and staff retention in Christian
organization to evolve a staff development strategy for Bharat Susamachar Samiti
(BSS) in the district of Haridwar.
In view of this, hereby I request you to provide the response to my study and
kindly permit your school facility conference room to be used for conducting a focus
group study for two hours in the month of December, 2018. I also assure you that the
data gathered will be held in strict confidence and will be used solely for the purpose
of this study.
Looking forward for your positive consideration and cooperation
Yours Sincerely
Kuriakose Madathil Iype
New Theological College
Kulhan P.O
Dehradun, India
Ph. 9760395757
Email: kuriakose.madathil@gmail.com
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Letter for Permission
To
The Principal
Khrist Jyoti Academy
Bhagwanpur

Date:

Subject: Letter seeking permission to allow the school facility to be used for
Pre-Post Intervention study of Leadership Training.
Respected Principal,
In partial requirement of the Doctor of Ministry Programme at Asbury
Theological Seminary, I am presently undertaking a research study on analyzing the
Role of organizational culture on job satisfaction and staff retention in Christian
organization to evolve a staff development strategy for Bharat Susamachar Samiti
(BSS) in the district of Haridwar.
In view of this, hereby I request you to provide the response to my study and
kindly permit your school facility conference room to be used for conducting
leadership training for two days in the month of December and January,2018 & 19. I
also assure you that the data gathered will be held in strict confidence and will be used
solely for the purpose of this study.
Looking forward for your positive consideration and cooperation
Yours Sincerely
Kuriakose Madathil Iype
New Theological College
Kulhan P.O
Dehradun, India
Ph. 9760395757
Email: kuriakose.madathil@gmail.com
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Letter for Permission
To
The Principal
Khrist Jyoti Academy
Pathiri

Date:

Subject: Letter seeking permission to allow the school facility to be used for
Pre-Post Intervention study of Leadership training.
Respected Principal,
In partial requirement of the Doctor of Ministry Programme at Asbury
Theological Seminary, I am presently undertaking a research study on analyzing the
Role of organizational culture on job satisfaction and staff retention in Christian
organization to evolve a staff development strategy for Bharat Susamachar Samiti
(BSS) in the district of Haridwar.
In view of this, hereby I request you to provide the response to my study and
kindly permit your school facility conference room to be used for conducting a
leadership training study for two hours in the month of December, 2018 & January
2019. I also assure you that the data gathered will be held in strict confidence and will
be used solely for the purpose of this study.
Looking forward for your positive consideration and cooperation
Yours Sincerely
Kuriakose Madathil Iype
New Theological College
Kulhan P.O
Dehradun, India
Ph. 9760395757
Email: kuriakose.madathil@gmail.com
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Letter for Permission
To
The Principal
Khrist Jyoti Academy
Pathiri

Date:

Subject: Letter seeking permission to allow the staff to participate in the
research study
Respected Principal,
In partial requirement of the Doctor of Ministry Programme at Asbury
Theological Seminary, I am presently undertaking a research study on analyzing the
Role of organizational culture on job satisfaction and staff retention in Christian
organization to evolve a staff development strategy for Bharat Susamachar Samiti
(BSS) in the district of Haridwar.
In view of this, hereby I request you to provide the response to my study and
kindly permit your staff members to participate in the leadership training programme.
I also assure you that the data gathered will be held in strict confidence and will be
used solely for the purpose of this study.
Looking forward for your positive consideration and cooperation
Yours Sincerely
Kuriakose Madathil Iype
New Theological College
Kulhan P.O
Dehradun, India
Ph. 9760395757
Email: kuriakose.madathil@gmail.com
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